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ABSTRACT 

The research study on job satisfaction is intended to highlight the perceptions and attitudes of the 

employees of the participating organization. The Pilanesberg National Park in the North West Province 

of South Africa participated in this study. The information gained from such a study that can give 

management a better understanding that directly impacts the bottom line and fosters positive 

employee relation at all levels of the organization. Data collection is the process of gathering relevant 

information about the subject from research participants. 

Conducting an employee perception and attitude survey delivers a successful means of measuring 

employees' current beliefs on many job related subjects. Questionnaires are most suitable for use in a 

quantitative study such as this current study. The researcher combines all three categories of research

descriptive, exploratory, and inferential with the aim of addressing the stated research objectives. 

Namely, the levels of employee perceptions, attitude and satisfaction, in relation to the general 

management and workplace environment. In this study, bivariate methods are used to examine 

whether there are statistical differences in employee perceptions in relation to two important 

background characteristics - gender and years of service. Bivariate methods are also used to examine 

associations between some important constructs. These analyses serve to build an empirical 

understanding of the effects of gender, years of service and these other constructs on employee 

perceptions and satisfaction. 
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1.1 Introduction 

Chapter 1 

Orientation to the Research 

An employee is considered to be one of the major factors affecting the success of an organization. 

There is not any organization that can succeed without a certain level of commitment and effort 

from its employees. Organizations often attempt to satisfy employees to gain their commitment and 

loyalty. This is not easy, because people work for a wide variety of different reasons. Some want 

financial or material success, whilst others may emphasize job challenges. According to Kessuwan 

and Muenjohn (2010 ), job satisfaction might be one of the most desirable outcomes that employees 

could obtain. It is important to know how to measure the level of job satisfaction and how job 

satisfaction relates to other organizational variables. Research indicates that job satisfaction may not 

necessary lead to promoting individual performance, but does lead to improvement at an 

organizational-level (Luthans, 2001). For this particular study, the information obtained from the 

survey is based on the response from employees of Pilanesberg National Park (PNP) of The North 

West Parks and Tourism Board (NWPT&B). Their core mandate is to improve and promote bio

diversity and conservation within the North West Province. The mission and vision of the 

organization is described as: 

"A growing tourism economy that creates jobs alleviates poverty and protects the environment. 

To direct and develop the integration of tourism and nature conservations in a manner that 

uplifts the people of the province, by creating value where the market will not intervene on its 

own, and protect as well as educate the community the importance of conservation." 

The organization at the time of the study had 490 employees, based at information centre's, hotel 

schools and at the head office within its 14 parks. Conducting an Employee Perception, Attitude and 

Satisfaction (EPAS) allows an organization to understand the employee perceptions as well as their 

reaction to change. Employees react on the basis of their perceptions to many factors including 

change, so management must constantly be aware of employees' opinions and perception. 

Conducting an EPAS delivers a successful means of measuring and acting upon employees' current 

perceptions and views on many job-related issues. Information gained from such a study can give the 
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management of the organization knowledge that directly impacts the bottom line decisions and 

fosters positive employee relations in many ways. 

1.2 Problem Statement 

The employees at PNP are demoralized due to lack of rewards, salary and acknowledgment for good 

performance by management. Employees are also demoralized because their decisions and opinions 

are not taken into consideration by management. Top level management staff is making it difficult 

for middle management to be accountable or empowering them, which in turn filters down to their 

subordinates. The previous year 15 employees from PNP went on an illegal strike, stating that they 

wanted increase an in salary, additional employee benefits such as medical aid, and performance

based recognition for promotions and rewards. There had never been a study based on employee 

perception, attitude and satisfaction within the organization. Hence, conducting a study such as this 

one is of critical importance. Other areas of concern of employees are lack of opportunity for growth 

or hitting the glass ceiling, and incorrect placement of qualified staff in the workplace. As a result a 

number of qualified staff left for greener pastures and this loss is increasing rapidly. EPAS allows an 

organization to understand employee perceptions about a whole lot of issues and practices and their 

level of satisfaction can be gauged. Employees react on the basis of their perceptions, so 

management must constantly be aware of employees' opinions. 

Conducting an EPAS delivers a successful means of measuring and acting upon employees' current 

perceptions and views on many job-related issues. Information gained from such a study can give the 

management of the organization knowledge that directly impacts their bottom line decisions and 

fosters positive employee relations in many ways. 

1.3 Significance of the Study 

This study is expected to provide insight and information for executive members, the Human 

Resource (HR) manager and relevant stakeholders about the importance of job satisfaction as well 

as the employees' perception of the organization as their employer. The HR Department can benefit 

by understanding how critical employee perception and job satisfaction may impact employees, and 

it can be measured easily in a variety of settings. Once the level of employee perception and 
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satisfaction is measured, the H R Department can develop and implement strategies for change that 

would actually improve staff engagement in the organization. This potentially increases the overall 

effectiveness of the organization, and possibly decreases levels of burnout. Through research, the 

information will contribute to the knowledge base about the interaction of staff and how they relate 

with each other, their supervisors or managers. The research will attempt to further determine what 

similarities or variables may exist, what factors may contribute to low satisfaction, and what impact 

the specific benefits of a positive perception and high level of satisfaction can have on the 

organization. 

1.4 Study Purpose and Rationale 

There have been many studies conducted based on employee perception and satisfaction. A satisfied 

workforce leads to higher productivity because of fewer disruptions such as absenteeism, turnover, 

and negative behaviours. Society can also benefit because satisfaction on the job will result in 

satisfaction off the job. Employees who are confronted with changes in their organization face an 

inevitable choice. The purposes of this study are as follows: 

• To determine the effect of job satisfaction level on the job performance; 

• To determine the relationship between gender variables, length of service and job 

satisfaction; 

• To explore how relationship between working conditions and job satisfaction; and 

• To investigate the effects Workplace Environment and General Management has towards 

employee satisfaction. 

Understanding how these areas relate may enhance strategic planning and personnel management 

decisions. Identifying key areas connected to employee perception and job satisfaction guides 

organisations in their workforce planning in the areas of recruiting, developing and retention of 

workforce. This particular study can be used by the HR Division of the North West Parks and Tourism 

Board and the management to strengthen the Board's workforce. 
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1.5 Research Objectives 

A better understanding of the levels of perceptions about workplace environment, communication 

management at the organisational and divisional levels, general management at the organisational 

and divisional levels, functional support, and overall employee satisfaction may be addressed 

according to the following research objectives. 

• To determine the existence, or otherwise, of differences in perceptions about workplace 

environment, communication management, general management and functional support; 

• To determine overall employee job satisfaction on the basis of gender and length of service; 

• To determine the existence, or otherwise, of any association between overall employee job 

satisfaction and workplace environment and general management; and 

• To determine the main predictors of overall employee job satisfaction. 

1.6 Layout of the Study 

This dissertation is presented in five chapters. Chapter 1 (Research Orientation) provides the general 

background of the study, describing the topic and the importance of conducting this study with 

regard to the impact on the employees at PNP. It also gives the statement of the problem, purpose 

of the study and research questions. The literature relevant to the problem is investigated and 

reviewed in Chapter 2 (Literature Review). This section also defines some important concepts in the 

study to clarify any misunderstanding that might arise in course of the study. Chapter 3 (Research 

Methodology) outlines the research design and methodology used in conducting the research. It 

describes the key research instruments used and the ethical considerations taken into account, the 

use of formulas and how data will be analyzed. The study sample will comprise of all employees from 

the PNP. A questionnaire is used for a survey as an instrument for data collection. A face-to-face 

survey interviewing method is used because it is more interpersonal, people are more open and 

communicative rather than when responding telephonically or by fax. The questionnaire will 

comprise of questions that will be quantitative emphasizing the purpose of the study. 
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In Chapter 4 (Data Analysis, Results and Discussions), the survey data is analyzed, the results 

interpreted and discussed. The chapter illustrates each finding by way of descriptive and inferential 

statistics. The practical implications of the findings as well as comment on the significance of the 

findings are explained. Chapter 5 (Summary of Findings, Policy Implications and Recommendations) 

presents a conclusion with a summary of the entire study, implications of the findings, and 

recommendations for practical use of the findings in training and development, and suggestions for 

future research. 

1.7 Concluding Remark 

This chapter has presented the orientation of the current thesis by specifically outlining the problem 

statement of the study, study purpose and rational, study objectives, as well as the complete 

structure of the study. 
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2.1 Introduction 

Chapter 2 

Review of Literature 

Several studies have been conducted on employee job satisfaction in the recent past with most of 

them done in developed countries, but only a few done in developing countries including South 

Africa (Zembylas and Papanastasiou, 2006 ). In particular, there are virtually no studies done in South 

Africa on employee satisfaction in a government institution like a parastatal. This implies that there is 

little literature on employee job satisfaction from such institutions and therefore the need for such a 

study. All attempts to improve institutional efficiency and effectiveness will amount to nothing is 

employee satisfaction is neglected. Happy and satisfied employees form the bedrock of 

organizational efficiency and effectiveness (Mbua, 2003). 

This chapter presents the relevant literature as well as the theoretical basis for the current study. The 

review of literature for this study focuses on a number of demographic and contextual factors that 

define employee job satisfaction. The remainder of the chapter is structured as follows. Section 2.2 

defines and discusses job satisfaction and related factors which affect to the level of job satisfaction, 

while Section 2.3 presents the theoretical foundation on which this study is based. Section 2.4 

presents findings from several researchers regarding the socio-demographic and contextual factors 

that impact employee job satisfaction, while Section 2.5 presents closing remarks on the current 

chapter. 

2.2 Job Satisfaction 

Employee job satisfaction is a widely studied area and a most common metric used by organizations. 

Although Zembylas and Papanastasiou (2006) argue that there is no conventional definition for job 

satisfaction, several authors, including Robbins (2005), refer to employee job satisfaction as a 

mixture of positive perceptions and feelings that employees have towards their jobJob satisfaction 

has been linked to efficiency, motivation, absenteeism, accidents, physical health, as well as life 

satisfaction (Robbins, 2005). The emotional state of an individual may affect their behaviour and 

their work environment. Emotions refer to ones feelings such as excitement, boredom and concerns 
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in their jobs, which then affects their actions in relation to their work. A person's individual well-being 

at work, therefore, is a very significant aspect of research (Judge and Klinger, 2007). 

There are two types of job satisfaction based on the employees' feelings towards their jobs. The first, 

and most studied, is global job satisfaction, which refers to employees' overall feelings about their 

jobs (Mueller and Kim, 2008). The second is job facet satisfaction, which refers to feelings about 

specific job aspects, such as salary, benefits, and the quality of relationships with one's co-workers 

(Mueller and Kim, 2008). At times people can be misled by the ideas that exist about job satisfaction. 

It is expected that a happy employee is a productive employee, which may not be necessarily 

true. Others have notions that pay is an important factor for job satisfaction; but employees may be 

satisfied when they are in an environment in which enjoy their work. More surprisingly employees 

with a lower pay can be satisfied in their job because it's challenging and motivating. Sometimes 

individuals may have a high paying job and not necessarily be satisfied because of being boredor 

lacks sufficient motivation. 

2.3 Importance of Job Satisfaction 

Employee satisfaction is essential to the success of every organization. A high rate of employee 

satisfaction is particularly important not only for its possible association with performance, 

absenteeism, turnover and accidents. It is generally accepted that a high level of job satisfaction 

produces distinctive records in the organization while the effects of job satisfaction can manifest in 

many facets of workplace experiences including a willing co-operation among workers towards 

organisational objectives, reduced labour turnover, waste and labour strike, increased efficiency in 

attaining organisation goals, reduction in workplace grievances, loyalty to the organization, high 

level discipline among employees, high degree of employee interest in job and the organization, 

reasonable display of employee initiative and pride in the organization, just to mention a few. 

Employee job satisfaction is, therefore, of paramount importance for both employees and the 

organization. Job dissatisfaction, on the other hand, may result in such situations as volatile spillover 

effects. Job dissatisfaction can serve as the basis for deteriorating conditions in an organization with 

its attendant consequences including strikes, slowdowns and absenteeism, high reportage of 

grievances, ill-discipline and other organisational related problems. 
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2.4 Theories of Job Satisfaction and Motivation 

Several theories related to employee job satisfaction have been proposed with most stemming from 

a variety of contributing factors that may relate to employee job satisfaction in general. Robbins 

(2005), describes two theories as content theories and process theories. Content theories refer to 

those concerned with motivation and identifying employee's needs, strengths and the perceived 

goals to satisfy those needs. Notable among content theories of employee job satisfaction are the 

Maslow Hierarchy of Needs Theory, the McGregor X and Y theory, the Alderfer (ERG) theory, the 

Herzberg Two-Factor Theory, and the Scott-Dinham Three-Domain Theory. Process theories, on the 

other hand, focus on the actual process of employee motivation and the relationship between 

various factors (variables) that affect employee job satisfaction. Notable among process theories are 

the Expectancy Theory, the Equity Theory, the Goal Theory, and Attribution Theory. 

According to Robbins and Judge (2009), motivation is the urge and effort to satisfy either a need or a 

goal and satisfaction is about the contentment experienced when a need is satisfied. People are the 

essential tools required for any organization regardless of the, size, technological advancement or 

business model. Hence the importance of motivating employees and inspired to act in the interests 

of when they act in the interest of the organization one would expect it to be for good the 

organization whilst they are busy at work. Rollinson (2005) defines motivation as 'a state arising in 

processes that are internal and external to the individual, in which the person perceives that it is 

appropriate to pursue a certain actions directed at achieving a specified outcomes and in which the 

person chooses to pursue those outcomes with a degree of vigour and persistence'. 

As Rollinson (2005) mentioned, all motivation theories make assumptions about the idea that all 

people have inner driving forces which prompt them to do certain things. Rollinson (2005) 

elaborates on two types of motivation theories, these theories are content theories and process 

theories. Content theories takes into account people's needs, wants and desires as the main 

motivation, whereas process theories such as Vroom's Valence-Expectancy (VIE) assumes that 

behaviour results from conscious decision, between those whose objective is to maximize pleasure 

and to minimize pain. Vroom (1964), believes that an employee's performance is based on influences 

such as knowledge, skills, personality, experience and abilities. 
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2.4.1 Two-Factor Herzberg Theory 

Proposed by Herzberg et al (1959), the Herzberg Two-Factor Theory underpins the current study. 

Also referred to as the Motivator-Hygiene Theory, the Herzberg Theory suggests that an employee's 

job satisfaction and dissatisfaction are driven by two broad factors - Hygiene Factors and Motivation 

Factors (Herzberg, 1959; Herzberg, 1968; Hackman and Oldham, 1976). The Two-Factor Herzberg 

Theory not only takes favourable factors into consideration which make people feel satisfied with 

their work, but also takes into account the unfavourable factors which might cause unpleasant 

feeling for workers (Rollinson, 2005). Figure 2.1 describes pictorially the Two-Factor Herzberg 

Theory. The main finding of Herzberg is that the opposite of satisfaction is not dissatisfaction, but no 

satisfaction at all. When Hygiene Factors are maintained, employee dissatisfaction can be minimized, 

if not avoided completely. When the opposite scenario occurs in an organisation, then employee 

dissatisfaction is most likely to happen. 

Hygiene (Extrinsic) Factors 

• Satisfaction with salary 
• Effective supervision 
• Working conditions 
• Good inter-personal relationship Factors that cause dissatisfaction 

• Policies and Procedures 
• Job security 
• Good feelings about organisation 

Motivations (Intrinsic) Factors 

• Recognition 
• Nature of work 
• Opportunity for advancement Factors that cause satisfaction 

• Responsibility 
• Growth and development opportunities 
• Clarity of Mission 

Figure 2.1: The Two-Factor Herzberg Theory (Collins, 2009) 
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Hygiene Factors 

Hygiene Factors, also referred to as dissatisfiers, are those factors that ensure the general well-being 

of an employee. As shown in Figure 4.2.1, Hygiene Factors include effective supervision, satisfaction 

with salary, organisation policies, physical working conditions, relations with others and job security. 

Hygiene Factors do not cause satisfaction but if they are lacking, it causes job dissatisfaction. For 

instance, with Hygiene Factors, salary gap must not be too wide compared to other employees in the 

same industry or geographical area. Employees must feel that their jobs are secure in any economic 

condition. The working conditions should be satisfactory. Sufficient amount of fringe benefits like 

health, pension and child care must be made available to employees and compensation, in general, 

be equivalent to the amount of work done. Policies and administrative practices, including leave and 

vacations affect employee and must be efficiently managed. All these and other Hygiene Factors 

have been found to eliminate employee job dissatisfaction (Ellis, 2005). Extrinsic awards, such as pay, 

benefits working conditions, may at times not motivate, but can merely bring performance to an 

acceptable level (Nel, 2008). 

Motivation Factors 

Motivation Factors, also referred to as satisfiers, are those factors that cause feelings of satisfaction 

at work for employees. These factors are meant to motivate employees by changing the work they 

do. Indirectly, these factors tend to challenge employees to develop their talents and fulfill their 

potential. Motivation or intrinsic factors, which such issues as promotion opportunities, 

opportunities for personal growth, recognition, responsibility, and achievement, are factors that 

motivate employees. These factors do not necessarily dissatisfy if they are not present, but by giving 

value to them will certainly raise the level of employee satisfaction (Bogardus, 2007). It is argued that 

while job satisfaction may be related to such aspects of Motivation Factors as advancement, 

achievement and recognition, other aspects of it, including insufficient remuneration and unstable 

working conditions can result in employee job dissatisfaction. 

Overview of Some Study Findings 

The Two-Factor Herzberg Theory has been employed in a number studies. In a study by Judge et al 

(2010) focusing on extrinsic factor effects on employee job satisfaction, the authors reported the 

level of employee remuneration to have a 0.15 marginal correlation with employee job satisfaction 
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and a 0.2 marginal variance relationship with remuneration satisfaction. In a similar study by Artz 

(2010), the researchers found that some fringe benefits from job are significantly and positively 

correlated with employee job satisfaction. The fringe benefits included flexible working hours, good 

pension plan, parental leave, child care provided by employer, and profit sharing. In support of this, 

Fischer and Boer (2011) argued in their study that when employees have high intrinsic demand of self

satisfaction, meeting their wealth expectation has greater effect on his well-being. Intrinsic factor 

effects on employee job satisfaction, on the other hand, have been studied frequently. 

In a study by Salinas-Jimenez et al (2010 ), findings suggested that intrinsic motivation plays a 

significant role in employee well-being. A similar study by Baard, Deci, and Ryan (2004) found that a 

working environment that meets employees' intrinsic needs can promote employee job satisfaction. 

Considering these stated instances, it is clear that extrinsic conditions of work sometimes affect job 

satisfaction of employees in different ways. Although many studies provide evidence that extrinsic 

rewards and intrinsic needs have combined effects on employee well-being, Salinas-Jimenez et al 

(2010) argued it is generally difficult to conclude whether employee motivations are triggered by 

extrinsic conditions or their intrinsic needs. 

2.4.2 Maslow Hierarchy of Needs Theory 

The Maslow Hierarchy of Needs Theory relates job satisfaction to the fulfillment of the personal 

needs of employee. The theory is based on a simple hierarchy of needs model in which basic needs of 

employees are met before intermediate and higher needs are met (Locke, 1976). According to the 

Maslow Hierarchy of Needs Theory, there are five different levels of needs people have to seek for 

satisfaction of their basic needs as depicted in Figure 2.2 (Mullins, 2007). 

At the lowest level of the pyramid is Physiological Needs, which includes needs such as food, water, 

shelter and clothing. Once an individual is satisfied at this level, he or she does not have any other 

needs. Once an individual is satisfied at the Physiological Needs level, he or she moves to next upper 

needs level, the Safety Needs. At the Security Needs, an individual needs to feel secure in his or her 

family and in a society, and feel protected against violence. The needs for safety are addressed 

through such provisions as job security, savings and medical. Having addressed the needs for safety, 

the individual moves a step up to the Belongingness Needs level, a level that addresses and 
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individual's need to feel loved and to provide love, the need to be appreciated, and need for good 

friendships. 

Self
Actualization 

Needs 

Esteem Needs 

Belongingness Needs 

Safety Needs 

Physiological Needs 

Figure 2.2: The Maslow Hierarchy Needs Theory (Mullins, 2007) 

The next upper level, the Esteem Needs level, encompasses the needs of being unique with self

respect and enjoying esteem from other people. At this level, it is argued that lack of such needs as 

appreciation of personal achievement and receiving appreciation for achievement from other people 

could results in an individual feeling inferior, helpless and weak. The highest level of the Maslow 

Hierarchy of Needs Theory, Self-Actualization Needs, is concerned with the development of an 

individual's need based on the satisfaction at the other four lower needs levels. The Self

Actualization Needs levels deals with the need of self-fulfillment and the realization of an individual's 

potential. Although the fundamental relevance of the Maslow Hierarchy of Needs Theory, therefore, 

lies in the fact that when one needs level is satisfied, its strength subsides, simultaneously increasing 

the strength for much higher needs (Latham, 2007), this theory asserts that a needs level does not 

have to be completely satisfied before an individual proceed to the next needs level. The individual 

can be partly satisfied with one needs level and still move on to seek for satisfaction at the next 

higher needs level. 
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2.4.3 Equity Theory of Job Satisfaction 

The Equity Theory due to Adams Stacy (Adams, 1963) argues that employees tend compare their 

efforts and rewards with those of other referents that seek to influence employee job-related 

motivational base which, in turn, influence their performance levels. In the workplace, equity exists 

when employees would like to have their efforts-rewards ratio to be the same as those they compare 

themselves with. Inequity exists when employees find that the efforts-rewards ratios are imbalanced 

for them than it is for those they compare themselves with (Adams, 1963). The effort component of 

the effort-rewards ratio is built upon such attributes as experience, qualification, skills, and 

intelligence while the rewards encompasses pay and remuneration, challenging job related 

responsibilities, recognition, promotional opportunities, and social identity. In the presence of a 

perceived inequity, employees who find this against them tend to develop negative feelings towards 

their jobs or the organizations they work for. This feeling naturally requires that sun employees 

person take an action to address the feeling. 

One simple approach to resolving such unpleasant feeling on the part such employees is to ask a 

salary increment or promotion which often comes with better salaries, or to change the people with 

whom they compare themselves (Adams, 1963). The Equity Theory may be essential for managers 

who are charged to ensure employee equity at all times. There is equity among employees if the 

effort produced by employees is reflected in the rewards they receive. The Equity Theory encourages 

managers to moderate the relationship between employees' efforts and rewards to increase both 

levels of satisfaction as well as motivation to boost their performance to achieve the organization's 

effectiveness. 

2.4.4 Expectancy Theory of Motivation 

Also referred to as the Valence-Instrumentality Theory, the Expectancy Theory, postulated by Victor 

H. Vroom (Vroom, 1964), is built on the three major aspects that determine an individual's motivation 

- expectancy, instrumentality, and valence, focuses on the so-called three essential components of 

motivation - inputs, performance, and outcomes (Vroom, 1964). The crux of the theory is that 

motivation level increases when an employee believes that the high level of effort leads to high 

performance and high performance, which in return, results in desired outcomes. Furthermore, the 

theory assumes that an employee chooses certain work behaviours that lead to the desired 
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outcomes that he or she values. Therefore, the core of expectancy theory is linked to the individual 

differences in appreciating the aspired outcomes since the value of the reward attached to such 

efforts is weighed and perceived differently among individuals so managers must know what each 

employee desires and provides him or her with the outcome that boosts the performance. High 

performance delivery should commensurate the desired rewards, which in turn impacts employee 

satisfaction. 

As highlighted by Robbins (2003), the expectancy theory supports the reasons behind employees' 

low levels of effort exertion in required inputs for their jobs due to the failure of managers to provide 

them with the desired rewards or outcomes aspired to perform at high levels. The theory 

recommends that managers enhance the skills of employees, which will inspire them to exert more 

efforts to effectively boost their performance. The theory also encourages managers to link 

employees' performance with their desired outcomes, as this will lift up the employees' desire to 

expend effort and contribute effectively their inputs in order to achieve their personal goals as well 

as the organizational goals. Based on the premise of the expectancy theory, it can be concluded that 

performance is linked to motivation, which, in turn, can be linked to employee job satisfaction. 

2.4.5 Goal Setting Theory of Motivation 

The goal-setting theory asserts that goals are the most important factors determining the motivation 

levels and behaviour of employees especially when they are specific and challenging goals, with 

feedback that leads to higher performance (Lock and Latham, 1990 ). Two major of factors cited to 

moderate the relationship between specific and challenging goals and high levels of motivation 

among employees are goal commitment and self-efficacy (Robbins, 2003). The goal commitment 

attribute argues that if an individual is dedicated to achieving the goal, and the more she or he is 

involved in the goal setting process, the more he or she becomes motivated to exert effort toward 

goal accomplishment. In the context of task accomplishment, self-efficacy it linked to an individual's 

belief that he or she can successfully complete a particular task for being capable of it. In the light of 

this theory, it is argued that if an individual has a high degree of self-efficacy, he or she is likely to 

respond more positively to specific and challenging goals than if they have a low degree of self

efficacy (Robbins, 2003). A high degree of self-efficacy, therefore, determines the level of self

accomplishment which effectively leads to self-motivation and job satisfaction. 
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2.5 Factors Influencing Employee Job Satisfaction 

The literature discusses a broad range of factors linked to employee job satisfaction. So broad are 

they that it is practically impossible to summarize them in a few dominant constructs. In a study by 

Bakare (2012) the researchers asserted that the probability that an employee of an organisation 

voluntarily leaves his or her job decreases with job satisfaction, even after controlling for several 

personal and job characteristics. In their study, Suliman and AI-Sabri (2009) suggested that some 

demographic variables play significant role in explaining the variance in employee performance, 

satisfaction, and motivation. The authors stressed that motivation and satisfaction play important 

roles in predicting work performance, while job satisfaction significantly and positively relates to 

work motivation. In the context of this study, the more important ones which have been frequently 

presented in previous studies as parameter variables, and are used in the current study are 

considered. Another important factor is employee empowerment which is also reviewed. This 

section specifically discusses some demographic elements and other constructs selected in line with 

the Herzberg Theory. 

2.5.1 Demographicallnfluence on Job Satisfaction 

In the literature, a number of studies have been conducted to determine the effects of demographic 

factors on the overall level of job satisfaction. Identifying which demographic factors have influence 

on satisfaction level of employees is worthwhile and necessary for both employee selection and 

performance (Testa and Muller, 2009). Literature revealed that job satisfaction could be predicted 

from personal and demographic attributes such as gender, age, marital status, education and other 

characteristics. In the context of the study, demographic factors including age, gender, education 

level, marital status, among others, are reviewed. Demographic factors such as age and gender have 

been found to be associated with employee job satisfaction (Rehman et al, 2010 ). In a study by 

Devaney and Chen (2003), the researchers found that older employees are more likely to be satisfied 

than younger employees. In similar studies by Ford (2007) and Calvo-Salguero et al (2010 ), gender 

was found to have a significant moderating effect on the general job satisfaction of employees. 

Studies conducted by a number of researchers including Ehrenberg (2003), Zoghi (2003) and Robst, 

Van Gilder and Polacheck (2003) found that male employees are no more satisfied than female 

employees while Tasnim (2006) found male workers to be significantly more satisfied the female 

workers for most of their careers (Tasnim, 2006). Findings from a study by Meagan et al (2005) 

15 



revealed a significant relationship between demographic factors of gender and race with job 

satisfaction of extension agents. 

A study conducted by Oshagbemi (2003) for the Universities in the United Kingdom (UK) also 

established significant effect of rank, age, gender, and length of service of university employees on 

job satisfaction. The study specifically found employees' rank as a major predictor of job satisfaction 

and a positive and strong correlation between the two rank and employee job satisfaction. In the 

same paper, Oshagbemi (2003) also found that the length of service was significantly, but negatively 

correlated to employee job satisfaction. A similar study by Sabharwal and Corley (2009) found a 

significant difference between male lecturers and female lecturers. Across all disciplines, the authors 

found female faculty members having lower levels of satisfaction than male faculty members. On the 

contrary, a handful of studies including Jaime and Jamie (2004) found negligible effects of 

demographic characteristics of faculty members on the overall job satisfaction. Similar results were 

obtained by Raj and Mary (2005) in a study which investigated the differences in job satisfaction 

between teachers with respect to gender, educational qualifications and salary range. In this 

particular study, Raj and Mary (2005) found no significant difference in job satisfaction in terms of 

gender, educational qualification and salary range. 

In a study by Allam and Harish (2010) to investigate the impact of age, gender and marital status 

among medical professionals, the authors found married employees, younger group of employees, 

and female employees to be significantly more satisfied than their counterparts. Kuo and Chen 

(2004), found age, length of service, marital status to be positively related to employee job 

satisfaction. Similarly, authors including Allam and Reddy (2007) and Allam (2013) found a positive 

relationship between age and employee job satisfaction. Nasir et al (2004) also found differences 

between the sexes as they relate to employee job satisfaction, while marital status was found to 

positively influence employee job satisfaction. Smith (2007) found job satisfaction to be relatively 

higher among those who are still working after age 65 and lowest among the youngest workers 

under 29 years of age. The authors posited that, in general, employee job satisfaction increases with 

age. Educational attainment has also been linked to employee job satisfaction. In a study conducted 

by Gurbuz (2007), level of education of four and five star hotel workers were positively related to 

their job satisfaction. A similar study by Smith (2007) showed that job satisfaction was higher among 
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those with higher education and better paying positions. Findings from a study conducted by 

Donohue and Heywood (2004) of white-collar women showed a negative association between 

education and job satisfaction. Likewise, a study conducted in British by Green and Tsitsianis (2005) 

revealed employee job satisfaction was lower for both over-educated and under-educated workers, 

while a study conducted in Belgium by Verhaest and Omey (2004) revealed that after controlling for 

educational attainment, over-educated employees were less satisfied and more mobile. 

2.5.2 Extrinsic Factor Influence 

Several empirical researchers have identified the some extrinsic factors which affect the employee 

job satisfaction. Key extrinsic factors cited in the literature include remuneration (salary or 

compensation), effective leadership and supervision, working conditions, job security, and 

favourable policies and procedures. 

Remuneration 

An essential purpose of taking up a job is to earn sufficient remuneration to sustain a good life. It is 

very natural that a handsome remuneration comes with satisfaction. HR rewards are well debated 

issues in the academia arena. In a study conducted in Bangladesh by Tasnim (2006), the author 

posited that lower salary cannot help in bringing job satisfaction as it is not consistent with socio

economic conditions. A study by Tasema and Soeters (2oo6) found a positive relationship between 

remuneration and job satisfaction while Frye (2004), found a significant relationship between 

remuneration and job satisfaction. Empirical findings from a study by Nisar (2012) showed that the 

dissatisfaction of employees regarding remuneration ultimately lead to decreased performance, 

motivation, and job satisfaction and increased turnover, absenteeism and other related problems. In 

another research study conducted by Fenech (2006), the researcher identified a significant 

relationship between job satisfaction and low remuneration, poor work conditions, heavy workloads, 

low professional status, and reduced autonomy. 

Effective Leadership and Supervision 

According to Liden et al. (2000 ), leaders play a vital role in providing subordinates with empowering 

experiences. Leadership is about leading by example, ensuring accountability, encouraging, 
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participative decision-making, communicating, open-minded, more importantly a leader should be 

willing to promote development of their subordinates. Lunenburg and Ornstein (2012) describe 

leadership as the process of influencing, motivating and supporting others to voluntarily and 

enthusiastically work towards organizational goals. Leadership entails monitoring, coaching, 

inspiring and motivating others. Lunenburg and Ornstein (2012) insist that the most significant 

elements in the definition of leadership are influence or support, voluntary effort and goal 

achievement. A leader should be able to build effective teams, ensure there is cohesion within the 

team, and more importantly resolving conflict. Additional to that, a leader develops culture, creates 

transformation and encourages innovation as well as empowering employees. Through 

communication leaders are able to pass on their vision, that may inspires and motivate followers. 

Mok and Au-Yeung (2002) posited that management support and encouragement, information, 

autonomy, rewards and opportunities for development are important elements of an organisational 

climate to enhance a sense of empowerment. In this particular study by Mok and Au-Yeung (2002), 

the authors found that teamwork and leadership have the highest correlation with empowerment, 

while a similar study by Scott-Ladd, Travaglione and Marshall (2005) showed that participation in 

decision-making promotes job satisfaction and organisational commitment. These findings are 

buttressed by the findings in Konczak, Stelly and Trusty (2000) in which the authors also found 

significant correlations between job satisfaction and various constructs of effective leadership and 

supervision. Bartram and Casimir (2oo6) found that transformational leadership have a positive 

correlation with empowerment. A transformational leader is a person that motivates their followers 

to excel in the work they do, which results in the organization also benefitting. Transformational 

leaders involve followers in decision-making, develop their potential, encourage them, show 

consideration, allow their followers to think critically and appreciate their different needs (Avolio, 

Zhu, Koh and Bhatia, 2004). Transformational leaders are able to empower as well as provide a 

positive and emotional support. Leaders/ managers try to create a sense of self-worth as well as 

empowerment amongst their followers. 

Empowerment of employee can boost performance and increase employee job satisfaction. When 

followers are empowered they continue vision of the leader and are able to make decisions freely. 

Most employees prefer not to have an autocratic leader. The effects of having an autocratic leader, 
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followers may be demoralized which then affects their work. Employees have no confidence and 

have an attitude as well as have a negative behaviour towards their leader and job. Clegg, 

Kornberger and Pitsis (2005) suggest that when leadership skills and responsibilities are shared 

throughout an organisation through empowerment, an emphasis is laid upon the processes of 

leadership and not upon the attributes or style of a unique individual or set of individuals. 

Working Conditions and Environment 

In the context of the current study, working conditions relate to the working environment in the 

workplace. If managers or management can create conducive working environments and conditions 

for employees, they may wish to stay working in those working environments for longer periods of 

time. Marqueze et al (2008), in his study, cited a number of factors depicting working conditions, 

including excessive work, especially administrative duties, communication breakdowns as having a 

link with the reduction of well being of employees. In the teaching profession, high levels of job 

satisfaction are a necessity to encourage occupational commitment and reduce turnover rates. From 

the vast study on teacher job satisfaction and turnover, including ABS (2011), Productivity 

Commission (2011) and ISCA (2011), high turnover has been linked to such attributes as prevailing 

working environments and conditions which are less than optimal. Hayat et al. (2010) reiterated that 

employee job dissatisfaction can be caused by repetitive tasks assigned to employees and argued 

that employees need independence to be fully satisfied within their jobs. The authors argued that 

employees in highly specialized jobs who experience less autonomy tend to be more dissatisfied with 

work than those in less specialized jobs. 

Quite a number of studies including Ahsan et al. (2009) have found that job stress influences 

employee job satisfaction and their overall performance while a study by Gui et al. (2008) found that 

perceived stress and job satisfaction were negatively related. According to Jing (2oo8), the positive 

linear theory holds that stress at low levels makes no significant demands, so employees tend to 

perform abysmally, but at a higher level, individuals are challenged to make more effort, leading to 

improvement in their effectiveness. Jing (2008) argued in his seminal work that when stress 

increases beyond the point, feelings of frustration, anxiety and tiredness set in, consuming energy, 

resulting in stress which is detrimental to performance. In a study by Ghazali et al. (2007) to 

investigate the job satisfaction of doctors working at teaching hospitals with respect to income, 
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designation, working environment, availability of research facilities, equipment facilities, service 

structure, findings revealed that doctors were most satisfied with designation, working 

environment, equipment facilities while remuneration and proper service structure turned out to be 

factors causing dissatisfaction among participating doctors. 

Interpersonal Relationship 

Work fulfils an important social need of humankind. Having a good interpersonal relationship with 

co-workers can influence employee job satisfaction (Ghazzawi, 2008). Numerous study results have 

shown that job satisfaction leads to commitment among workers (George and Jones, 2008; Kahtani, 

2012). Another research survey conducted by Berta (2005) discovered that positive relationships with 

fellow workers enhance job satisfaction. In their paper, Lin and Lin (2011) described job satisfaction 

as a factor that can moderate between the relationship between co-workers' relationship and 

organizational commitment. In a supporting study by Ilhami (2012), the author established that high 

levels of job satisfaction lead to higher commitment, a finding also supported the finding in Samavi 

(2011), Hashmiand Naqvi (2012), and Schermerhorn et al (2005). 

Job Safety and Security 

A secure job is the desire and basic need of all workers' (Abdullah and Ramay, 2012). Job insecurity 

affects an employee's commitment to the organization. Job security or insecurity reflects the level to 

which employees perceive their job to be threatened or protected (Chang, 2009). It is only natural 

that an employee would be more committed to his or her job and the organization, the more he or 

she feels secure. Various research findings show that job dissatisfaction is the outcome of insecurity 

among employees. As indicated in Guest (2004) and Silla et al (2005), important factors such as low 

job security, working conditions, nature of work, and low job autonomy influence the level of job 

satisfaction of employees. In the study conducted by Khalid and Irshad (2010 ), findings showed that 

employees of public sector organizations were more satisfied with job security than employees of 

private sector organizations. A similar study on job security by Samuel and Chipunza (2009) showed a 

strong association between job security and job satisfaction. 
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2.5.3 Intrinsic Factor Influence 

Quite a number of empirical researchers have identified the various intrinsic factors which affect the 

employee job satisfaction. Notable among the aspects include growth and development, 

opportunity for advancement, recognition, nature of work, and responsibility. 

Work Recognition 

Employee dissatisfaction may be perceived as efforts not being recognised (Spector, 2008). Jun et al 

(2006) reiterated in their paper that organization success is linked to employee satisfaction through 

recognition, honour and respect, and concluded that collectively, these factors are important for 

employee job satisfaction. A good reward system can be used by an organisation to retain high 

performers in an organisation so rewards must be recognised the contributions of high performers 

(Carraher, Gibson and Buckley, 2006). In a study by Ali and Ahmad, (2009), findings revealed a 

positive relationship existing between work recognition and reward, and employee job satisfaction. 

In a similar study by Rebecca (2006) to investigate the level of job satisfaction among teachers, 

findings showed a positive relationship between recognition and job satisfaction and asserted that if 

recognition is offered from the higher level, the employee would be more satisfied with his or her 

job. 

In a study conducted by Lai (2011), the researcher reiterated that an efficient compensation system 

helps an organisation to grow and expand. In same study, the author discovered a positive 

relationship between employee satisfaction and job-based remuneration, skill-based incentives and 

performance-based reward/recognition. Also in the same study, findings showed significant 

association between such intrinsic factors as recognition, nature of work, growth and development 

opportunities, responsibility, good feeling about the organization and employee job satisfaction. 

Employee Growth and Development 

Training acts as a pathway for learning. In a seminal work of Truelove (2006), the researcher claims 

that learning comes either by experience or training. Gazioglu and Tansel (2006) asserted in their 

paper that in order for an organisation to positively impact its performance, it must be prepared to 

take steps that seek to increase employee satisfaction. Training and development constitute an 
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important factor in creating a sense of progression and purpose leading to organisational 

commitment on the part of employees (Armstrong, 2009). As reiterated in Gama-Bernal, Gargallo

Castel, Marzo-Navarro and Rivera-Torres (2005), opportunities for employee development 

underscore personnel satisfaction in employees resulting in such HR aspects as improvement in 

employee performance, increased productivity, low turnover, reduction in the cost of hiring, and 

employee training and development due to high retention rate. 

Employee development has been cited to have a relationship with job satisfaction. A recent study by 

Choo and Bowley (2007) indicated that employee training positively influences productivity which, in 

turn, leads to higher level of employee satisfaction. In accordance with the abovementioned finding, 

Michael and Combs (2008), in their study, showed that training can reduce probability of failure as 

training effects performance, improves the skill base, and develops the level of competence. 

Findings from a study conducted by Linz (2003) discovered that employee job satisfaction correlates 

positively with productivity and negatively with turnover, both of which influence organisation's 

performance. Findings from Georgellis and Lange (2007) also revealed a relationship between on

the-job training and job satisfaction. 

In the study conducted by Gazioglu and Tansel (2oo6), the researchers discovered that employees 

who received job training were more satisfied than those who had no training opportunities. In a 

study in India by Chahal et al(2013) investigating the level of job satisfaction among banking 

personnel, the researchers discovered various factors, including training and development 

programmes, working hours, remuneration, promotional strategies, co-worker relationship and 

workload as important attributes that improve the overall satisfaction of employees. In a similar 

study by Stephen and Bowley (2007) investigating the training impact on the employee job 

satisfaction, the authors found a link between training with the productivity. The author also 

discovered a positive correlation between training satisfaction and overall job satisfaction. Similar 

studies by Asaju (2oo8) and Bakare (2012) discovered a link between low level training of employees 

and high level of turnover and a link between high level training of employees and increase in 

employee satisfaction. 
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Employee Empowerment and Responsibility 

Although the literature cites several factors as contributing to employee satisfaction, a particular 

concept has gained significant recognition in recent years is the concept of employee empowerment 

and responsibility. Empirical evidence from several disciplines including health care, manufacturing, 

basic and higher education and other service industries reveal a relationship between employee 

empowerment and job satisfaction (Davies, Laschinger and Andrusyszyn, 2006; Sarmiento, 

Laschinger, and lwasiw, 2004; Seibert, Silver and Randolph, 2004). In particular, a number of studies 

including such authors as Lee, Cayer, and Lan (2006), Wright and Kim (2004), and Fernandez and 

Moldogaziev (2013) showed a positive relationship between employee empowerment and job 

satisfaction. 

Employee empowerment is important in organisations performance since it enhances employee 

satisfaction, employee retention and employee motivation (Furechi, 2014). In an organisation, 

empowerment practices like granting employees more discretion, self-determination and providing 

skills required for effective job performance often result in increased job satisfaction in different 

ways (Furechi, 2014). In their study, Fernandez and Moldogaziev (2011) reiterated that the employee 

empowerment practices that seek to provide employees with access to job-related training and skills 

have positive impacts on employee performance. This statement is supported by (Furechi, 2014) who 

argued that employee empowerment practices that seek to delegate employees with responsibilities 

as a strategy to enhance their job satisfaction often results in efficiency in production and advised 

that management should adopt the strategy of delegation of responsibilities to foster employee 

satisfaction. 

While most research established positive effects of employee empowerment, some studies revealed 

inconsistent results. For instance, in a study conducted by Perry (2004), the researcher found 

insignificant relationship between employee empowerment and organizational commitment 

whereas Park and Rainey (2007) established the contrary A similar study by Lee et al. (2006) revealed 

employee empowerment to have a positive, but very weak relationship with employee perception of 

organizational effectiveness. 
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2.6 Concluding Remarks 

In this chapter, the literature relevant to the study has been reviewed and explored. The literature 

identified a number of theories that were directly applicable to this study. Job satisfaction was 

reviewed in the literature in a number of different contexts. Job satisfaction was defined and 

examined in relation to several theories with particular interest in the Herzberg Theory. Notable 

among these theories were the Maslow Hierarchy of Needs Theory, the Two-Factor Herzberg 

Theory, the Vroom Expectancy Theory, the Locke Equity and Goal Theories. 
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3.1 Introduction 

Chapter 3 

Research Methodology 

This chapter describes the research methodology used to address the objectives of this study. 

According to Ghauri and Gronhaug (2005), a research methodology is a systematic, focused and 

orderly collection of data for the purpose of obtaining information from them, to solve or answer a 

particular research problem or question. In essence, a research methodology provides the general 

direction for the research and a logical conclusion or solution to a research problem. This chapter, 

therefore, discusses key concepts followed in the study. 

For this present study, the sample frame consisted of employees who had served in the Board for a 

minimum period of one year. The sample frame for this study was composed of employees of the 

Conservation Division of the NWP&TB located at the PNP. 

3.2 Research Purpose 

The research purpose is a broad statement that seeks to outline the aim of the research study. By 

purpose, research could be broadly categorized into descriptive, exploratory and inferential 

(Saunders et al, 2007; Cooper and Schindler, 2006). In this particular study, the researcher combines 

all three categories of research descriptive, exploratory, and inferential - with the aim of addressing 

all stated research objectives. More specifically, this study employs descriptive and exploratory 

methods to describe in detail the levels of employee perceptions, attitude and satisfaction, thus 

painting vivid pictures of employees in relation to the core areas being investigated in this study. 

Also, the study is inferential as seeks to determine the impact of two important components of an 

organisation - general management and workplace environment - on employee perceptions about 

the core areas being investigated in this study. 

The present study used the survey strategy in order to understand the perceptions of employees in 

the Conservation Division of the NWP&TB stationed at the PNP. It also examines the extent to which 

causal variables are being used to influence employee perceptions. 
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3·3 Study Area 

The research area for this study was PNP in the North West Province of South Africa. Located in the 

Platinum Province of South Africa, the North West Province, PNP is one of the largest nature 

reserves in South Africa with size of 58 ooo hectares and situated about 150 kilometres from 

Johannesburg, 6o kilometres north of Rustenburg. PNP is a centre of attraction due to its unique 

mountainous features that resulted from a volcanic eruption. Derived from Pilane, a one-time Chief 

of Bakgatla, and the mountains (berg) formed as a result of the volcanic eruption, Pilanesberg is one 

of the largest and most alkaline rings in the world (Brett, 1989). This unique geology features, 

together with a reliable underground water source, provides a wide variety of landscapes and 

associated vegetation communities. Due to this, the area has the potential to support a much greater 

diversity of species than any other similar sized game reserve in southern Africa (PNP Management 

Plan, 2000 ). In addition, the area's potential for supporting rare and endangered species is also 

particularly high which adds to the park's very high conservation value (PNP Management Plan, 

2000). 

3·4 Target Population 

A population in research is described as all conceivable elements, subjects or observations relating to 

a particular phenomenon of interest to the researcher (Asika, 2000). In Ghauri and Gronhaug (2005), 

the authors also relate a research population to the total universe of units from which the sample is 

to be chosen. The target population of the present research comprised all employees in the 

Conservation Division of the NWP&TB stationed at the PNP. PNP was chosen due to the highest 

population of 103 employees in a particular area and division. 

Study Objectives 

The objectives of the research plays a key in deciding the sample size that produces the right quality 

and quantity of information needed to address the research objectives. It is important, therefore, 

that the characteristics of the population are well represented in the sample in order to make 

meaningful inferences from the results. 
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Data Analysis, Credibility and Constraints 

Constraints are common in most research studies, especially in academic research. Constraints, 

including time and finance, often limit the sample size to a manageable proportion even though a 

larger size is recommended. Struwig and Stead (2001) suggest that meaningful statistical analytical 

results can be achieved, provided a correct and reliable sampling procedure is followed, from a 

sample size of 150-200 for any study regardless of the population size. Bartlett and Kotrlik (2001) 

have tabulated more reliable sample sizes for varying population sizes and for categorical data and 

continuous data. For continuous data, the sample size, n, is computed using the expression: 

with: 

where 

no n=--
~ no ,+-

N 

a =risk level taken (usually 5% or 0.05), 

ta;2 =value for selected alpha level in each tail of the t-distribution (1.96 at 5% alpha), 

S =estimate of standard deviation in the population, 

d = acceptable margin of error, and 

N = population size. 

For categorical data, n0 is replaced by: 

where p(1 - p) is the estimated variance. The expression p(1 - p) is maximum if p=o.5. Margin of 

error, d, is usually set at 0.05. Thus, with population of 103, the minimum sample size is calculated as: 

384 
n = = 81.2156. 

I+ 384 
103 
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Thus, for the sample to be representative of the population, at least 82 employees will be needed for 

the study. For this study, a total sample size of 96 was completed out which 83 could be analyzed. 

The sample is therefore representative of the population. 

Non-Response Factor 

Non-response occurs whenever some members of the sample fail to provide responses, cooperate, 

cannot be contacted, or cannot supply the information needed (Bryman and Bell, 2003). It is 

recommended that a far larger sample be used to avert the problem of high non response rate. 

3·5 Instrumentation 

In order to address the stated research objectives, a survey questionnaire was used. A survey 

questionnaire refers to a group of written questions used to gather information from respondents 

(Blanche et al, 2006). A questionnaire usually consists of a number of measurement scales and elicits 

demographic and other relevant information from respondents as directed by the issue being 

investigated in the study. Questions asked in a survey questionnaire are guided by a review of 

relevant literature on the subject matter (Struwig and Stead, 2001). Ghauri and Gronhaug (2005: 127) 

recommend that the questions and design of the survey questionnaire be guided by the educational 

levels and background of the respondents. Accordingly, this was adhered to in this particular study. 

It is recommended that survey questionnaires be designed in a way that makes it easy to capture and 

analyze especially in quantitative studies. Popular styles for easy analysis include the Likert-type scale 

format, open or closed ended format, and multiple choice questions. Possible setbacks in the use of 

a survey questionnaire are that some respondents may not fully understand some aspects of the 

questions while some may misinterpret the question as the researcher may not be around to clarify 

or respond to respondents' queries. Another possible setback is that since participation is usually 

voluntary for respondents, so many people may refuse to complete the questionnaire while some 

may not return completed questionnaires at all. This scenario could lead to a poor return rate which 

can negatively affect the results of the study. In this particular study, the questionnaire used 

consisted of: 
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• Section A, which sought information on the demography of respondents, comprised of three 

(3) questions with age being expressed in three categories- 1 ='Less than 30', 2 = '30-49' and 

3='so or more'. 

• Section B, which also sought the administrative information of respondents, contained four 

(4) questions with the length of service variable being categorised with 1 ='Up to 5 years' and 

2 = '6 years or more'. 

• Section C was developed to elicit information on work environment. Under this section, ten 

( 10) questions were asked using a four-point Likert-type scale with 1='strongly agree', 2 = 

'agree', 3= 'disagree', and 4 ='strongly disagree'. 

• Section D, Part 1, which sought to elicit employee perceptions about communication 

management at the organisational level (within NWP&TB), was made up of eleven (11) 

questions on a scale of 1 to 3 with 1 ='yes', 2 ='not sure', and 3 ='no'. 

• Section D, Part 2, which sought to elicit employee perceptions about communication 

management at the divisional level (within Conservation Division), comprised of three (3) 

questions on a four-point Likert-type scale with 1 = 'strongly agree', 2 = 'agree', and 3 = 

'disagree', and 4 ='strongly disagree'. 

• Section E, Part 1, which sought employee perceptions about general management at the 

organisational level (within NWP&TB) had four (4) questions with on a Likert-type scale with 1 

='strongly agree', 2 ='agree', and 3 ='disagree', and 4 ='strongly disagree'. 

• Section E, Part 2, which sought employee perceptions about general management at the 

divisional level (within Conservation Division) was made up of ten (10) questions with on a 

Likert-type scale with 1 = 'strongly agree', 2 = 'agree', and 3 = 'disagree', and 4 = 'strongly 

disagree'. 

• Section F, Part 1, which collected employee perception about function support for operational 

purposes was made up of four (4) questions on a Likert-type scale with 1 ='strongly agree', 2 = 

'agree', and 3 ='disagree', and 4 ='strongly disagree'. 
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• Section F, Part 2, which sought employee perception on overall employee satisfaction had 

two (2) questions on a Likert-type scale with 1 ='strongly agree', 2 ='agree', and 3 ='disagree', 

and 4 ='strongly disagree'. 

3.6 Data Collection 

Data collection is the process of gathering relevant information about the subject from research 

participants. The data gathering process may vary from relatively simple observation at a specific 

location to an extensive survey of large institution (Martins, Loubster, and Van Wyk, 1999). 

Commonly used methods for data gathering, especially in the social sciences and business, include 

questionnaires, interviews, focus group discussions and observation of participants, each of which 

has its own unique advantages and disadvantages. For this particular study, questionnaires were 

used due to its numerous advantages and its ability to yield the most satisfactory range of reliable 

information. Questionnaires are most suitable in a quantitative study such as this current study. The 

survey was conducted over a 2-week period from 6 August to 17 August, 2013. The researcher was 

personally responsible for the distribution and collection of all survey questionnaires. Distribution of 

survey questionnaires was carried out only during the daytime from 11 a.m. to 4.00 p.m. Since in all, 

the total number of employees at the Conservation Division of the NWP&TB located at the PNP was 

103, all of them were included in the study. Respondents were approached and informed about the 

purpose of the survey in advance before they were invited to complete the self-administered survey 

questionnaire. No respondent was younger than age 18. 

3·7 Data Reliability 

Data are reliable if they are capable of measuring the same variable repeatedly and giving the same 

or almost the same results each time (Williams et al. 1995). Reliability refers to the internal 

consistency in measurement. To establish the reliability of the measurement tool via the responses 

provided by respondents, the Cronbach Alpha reliability coefficient was verified. Therefore, the 

reliability of tests on the selected attributes of the main constructs was accomplished. 

3.8 Data Analysis 

Responses provided by participating employees were first captured using Microsoft Excel 2010. After 

sorting out the invalid questionnaires, data were coded, computed, and analyzed using the Statistical 
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Analysis System (SAS version 9.3). Statistical analytical methods used are placed under three classes 

of statistical analysis- univariate analysis, bivariate analysis, and multivariate analysis. 

3.8.1 Bivariate Methods Used 

In this study, bivariate methods are used to examine whether there are statistical differences in 

employee perceptions in relation to two important background characteristics- gender and years 

of service. Bivariate methods are also used to examine associations between some important 

constructs and how they are related to employee perceptions and satisfaction. These analyses serve 

to build an empirical understanding of the effects of gender, years of service and these other 

constructs on employee perceptions and satisfaction. In this study, the bivariate methods used 

included Analysis of Variance (ANOVA) and chi-square test of association. ANOVA is used to examine 

the differences in a dependent variable in relation with an independent variable which has two or 

more categories. In this study, ANOVA is used to identify the individual item differences in employee 

perceptions about the six sections in the questionnaire. 

In this study, chi-square analyses are done in order to identify which characteristics are 

independently related to overall employee satisfaction and satisfaction for working for the NWP&TB 

based on Pearson's chi-square tests of associations (Dawson and Trapp, 2004). Individual item 

significant differences were measured using the F-test at the 5% (o.os) level. However, both ANOVA 

and chi-square analysis cannot determine the extent to which the differences are in association with 

the particular variable concerned, and the extent to which they are controlling the effects of all other 

variables. A rather useful method for testing such effects is the use of multivariate analysis which 

makes it possible to estimate the net effects of each significant independent variable when 

variations in other selected factors are controlled. 

3.8.2 Multivariate Methods Used 

In this study, two multivariate methods are used- Multivariate Analysis of Variance (MANOVA) and 

binary logistic regression. A MANOVA is used when two or more interval scaled independent 

variables are analyzed at the same time in order to simultaneously test significant differences in the 

mean scores between two or more dependent variables. In this study, MANOVA is used to analyze 

the collective differences in employee perceptions about workplace environment, communication 
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management, general management, functional support, and overall satisfaction in relation to two 

important background characteristics, namely gender and length of service. Collective significant 

differences were measured using the Wilks' Lambda at the 5% ( 0.05) level. 

As a last step in the analysis, the study also appeals to logistic regression on the basis that even 

though through the use chi-square (bivariate) tests, relationships were established but the tests do 

not determine the extent of the associations with the particular variable concerned, and the extent 

to which they are, controlling for the effects of all other variables. Logistic regression has been 

widely used in a functional relationship where the dependent variable is categorical. Particularly, in 

this study, binary logistic regression is used to examine the key predictors for overall employee 

satisfaction use items that are found to be statistically significantly related to overall employee 

satisfaction. A binary logistic regression model is used because the dependent variables of study are 

dichotomous. 

There are a number of reasons for choosing logistic regression. The first reason is that the method is 

an extremely flexible and easily used function. The strength of logistic regression modelling 

technique lies in its ability to model many variables, some of which may be on different measurement 

scales (Hosmer and Lemeshow, 2000 ). Unlike OLS, logistic regression does not assume linearity 

among the predictors, independence between predictors and the error term, and error 

homoskedasticity (Hosmer and Lemeshow, 2000 ). Logistic regression emphasizes the event that is 

being modelled, that is, the probability of an event occurring, and the probability of an event not 

occurring. In this study, two events modelling overall employee satisfaction are modelled- personal 

satisfaction with job and feel good working for NWP&TB. A significance level of 5% (0.05) was used for 

all analyses. 

3·9 Ethical Considerations 

Some issues had to be considered in order to validate the findings of this study. These are discussed 

below together with actions taken to address them, if any. 

• Ethical clearance and approval to conduct this research was obtained from the Executive HR 

Manager before commencement of the study. 
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• Respondents were also reminded that their participation in this study is voluntary and that 

they could withdraw from the study at any time if they so wished. In addition, the aims and 

objectives of the study were clearly explained to the participants prior to administering the 

survey questionnaires. 

• Respondents were also ensured of their confidentiality and anonymity throughout the 

conduct of the study as participants were not required to disclose personal information on 

the survey questionnaire. 

• Given that the demographics of the respondents, mainly Blacks and Whites, part of the study 

results might appear biased along racial lines. However, such was the reality as revealed by 

respondents. 

• Respondents were assured that NWP&TB were not behind this study and that they could 

express their feelings as free as possible without any repercussions. An introductory note 

placed at the beginning of the survey questionnaire together with the face-to-face talk 

organised prior to the conduct of the survey empowered them to feel at ceased to answer 

the survey questionnaire. 

• Respondents were informed of their freedom to participate in the study. This was done to 

ensure that the responses provided were not clinically correct, but rather reflected their own 

free will to participate in the study and that there would be no interference from 

management. 

• Due to the fact that some education levels of the employees are low, it would require the 

researcher to engage the services of individual who could interview in Setswana. However, all 

the respondents were found to be able to read and write, therefore there was no need to 

interview any of the sample members in Setswana. 

3.10 Limitations of the Study 

Important limitations are inherent in a survey of this kind. Below is a list of the limitations 

encountered during the conduct of the study. 
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• Since the survey instrument used was a self-reporting measure, the information presented by 

participating employees is based on their subjective perceptions. 

• Although participating employees were assured of anonymity and confidentiality, it is possible 

that they either over-reported or under-reported their levels of perception. 

• Although the response rate for this current study was high, there is the possibility that 

responses of employees who did not participate in the study may have differed in some 

manner from those who participated. 

• The findings of the study may not be generalized to the other divisions within the NWP& TB, 

as the different environment and circumstances prevailing in other division may impact on 

employee perceptions. 

3.11 Concluding Remarks 

This chapter presents a detailed description of the research methodology used to investigate the 

levels of employee perceptions. In particular, the population, sampling procedure, sample size and 

representativeness, ethical requirements and limitations of the study are discussed. The next chapter 

focuses on the analysis of the data and discussion of the results. 
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Chapter 4 

Data Analysis, Results and Discussions 

4.1 Introduction 

In this chapter, the data is analyzed and the results discussed. The remainder of the chapter is 

structured as follows. Section 4.2 presents the background characteristics of the participants while 

Section 4.3 examines the reliability of the responses as well as the distribution of the responses 

according to the various constructs. In Section 4-4, the objective is to examine the differences in 

responses on the basis of some selected background factors. Section 4·5 delves into the factors that 

are associated with employee overall satisfaction while Section 4.6 models employee satisfaction. 

Section 4.7 concludes the chapter. 

4.2 Background Characteristics 

Figure 4.1 through Figure 4.4 display the distribution of the background characteristics of the 

participating employees. Out of the total of 103 employees in the Conservation Management Division 

of the North West Parks and Tourism Board 83 employees participated in the study, an overall 

response rate of 8o.6%. 

Figure 4.1: Distribution of Participants by Gender 

<30Years 
Old, 18, 
22.5% 

Figure 4.2: Distribution of Participants by Age 
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Africans, 
71,85.5% 

Figure 4.3: Distribution of Participants by Race 

<= 1 Year, 
30,36.6% 

Figure 4.4: Distribution of Participants by Length of Service 

Of the participating employees, 69.9% (58) were males and 27.7% (23) were females. The shortfall of 

2.4% (2) did not indicate their gender. The bulk (57.8% or 48) of the respondents fell in the 30-49 years 

old age group, 21.7% (18) younger than 30 and 16.9% (14) were aged 50 or more. The bulk (85.5% or 71) 

of the respondents was Blacks while the remaining 14.5% (12) were Whites. About 61% (51) of the 

participating employees have been working for the Board for less than 9 years compared to nearly 

37% (31) who indicated they had been working for the Board for 10 years or more. Of the 83 

respondents, 30.1% (25) were officers/assistants, 22.9% (19) were senior/middle managers, while 43-4% 

(36) were at Field Rangers/General Workers. Table 4.1 further breaks down respondents' background 

characteristics according to gender. 

Most of the male (62.3%) and female (57.1%) respondents fall within the 30-49 years old age category, 

just as in the case of ethnicity where most of the males (88.7%) and females (81.0%) also indicated 

they were Blacks. However, while most of the male respondents had been working for the Board for 

10 years or more (39.6%) or less than 1 year (39.6%), most of the female respondents had been 

working for the Board for 2-9 years. While most of the male respondents indicated their levels of 

employment as 10ther' (49.1%), most of the female respondents indicated they were 1officers/ 

assistants'. 
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Table 4.1: Distribution of Background Characteristics by Gender 

Gender 

Male Female TOTAL 

Characteristic Count Count Count 
I 

Age Group 

<30 years old 10 18.9 28.6 16 21.6 

30-49 years old 33 62.3 12 i 57.1 45 60.8 

50+ years old 10 18.9 3 14.3 i 13 17.6 
I 

Total Missing Variables (9) 

Ethnicity 

White 11.3 41 19.0 ' 10 I 13.5 

African 47 88.7 11 1 81.0 i 64 i 86.5 

Total Missing Variables (9) 

Length of stay with NWPTB 

<= 1 year 21 39.6 71 33.3 28 37.8 

2-9 years 11 20.8 9' 42.9 20 i 27.0 
' 

10+ years 21 39.6 51 23 .a' 26 i 35.1 

Total Missing Variables (9) 

Job level 

Senior/Middle Management 14 26.4 5 23.8 19 25.7 
i 

Officer/Assistant Officer/Administrative 13 24.5 9 42.9 22 29.7 
I 

Field Ranger/General Worker 26 49.1 7: 33.3 33 44.6 

Total Missing Variables ( 9) 

4·3 Data Reliability Assessment and Distribution of Responses 

In this section, the reliabilities of the main sections of the questionnaire that address the research 

questions are assessed. In particular, the reliabilities of the items describing employees' levels of 

perceptions about workplace environment, communications, management and functional support, 

are reviewed. 

4.3.1 Perception about Workplace Environment 

To assess employees' perceptions about the general workplace environment, ten questions were 

asked. Table 4.2 reports the Cronbach Alpha's test of internal consistency results. As revealed in the 

results, the overall Cronbach Alpha coefficient was 0.905007, which well exceeds the Nunnaly (1978) 

criteria of 0.70 for an acceptable alpha. This suggests the responses provided by participating 

employees are internally consistent and can be relied on for further analysis. 
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Raw Variables 

Table 4.2: Reliability of Workplace Environment Construct 

Overall Cronbach Alpha: 0.905007 (Raw), 0.905248 (Standardized) 

Cronbach Coefficient Alpha with Deleted Variable 

Standardized Variables ; 
i 

Deleted Correlation I Correlation 
Variable with Total Alpha with Total 

I 
Alpha ' Label 

-- I -

C1 0. 7299991 0. 891100 

C2 

C3 

C4 

C5 

C6 

C7 

CB 

C9 

C10 

0. 729618 

o. 774942 

0.745592 

0. 754411 

0.604574 

0.760221 

0.660166 

0.655476 

0.521757 

0.426492 

0.891512 I As colleagues, we cooperate well together in my unit 

0.888601 There is cordial relationship between my unit and other units 

0.890490 I feel that morale in my unit is good 

0.889924 I feel that morale in my division is good 

0.899366 I Overall, I get satisfaction from doing my work 

0.889S50 I Generally, I am proud to tell people that I work for NWPTB 

0.895906 I Overall, I think that the Board is a good employer 

0.896200 Colleagues I work with treat me with respect 

0.904428 Generally, my work environment is free from intimidation and harassment 

0.910115 I Overall, the financial rewards I receive at NWPTB are quite fair 
i 

4·3·2 Perceptions about Communication Management 

Respondents were also asked to indicate the level of agreement on how communication is managed 

within the Board in general and the division in particular. The six variables in Table 4·3 were used to 

assess the level of perceptions about communication management within the Board. 

Deleted 
Variable 

D6 

D7 

DB 

D9 

D10 

D11 

Table 4.3: Reliability of Communication Management within NWP&TB 

Raw Variables 

Overall Cronbach Alpha: 0.701687 (Raw), 0.695848 (Standardized) 

Cronbach Coefficient Alpha with Deleted Variable 

Standardized Variables , 

Correlation Correlation 
with Total Alpha with Total Alpha Label 

0.445260 0.657843 0.443088 0.650234 1 I am of the view that circulation of information, for instance 
executive decisions, should be the responsibility of 
Communications Division 

0.617670 0.599666 0. 610574 0.593120 I am of the view that timing and frequency of information 
' distributed by the Communications Division is fairly right 

0.079997 0.758231 0.078945 0.758584 , I believe that language, especially English, is a barrier in 
' the circulation of information by Communications Division 

0.464598 0.651828 0.462634 0.643816 'Generally, I feel that there are communication mechanisms in 
place which enable me to discuss work-related issues with my 

1 colleagues 

0. 491928 0.642708 0. 489318 0.634950 Generally, I believe that the Board provides opportunities for 
employees to communicate their ideas and concerns to top 
management 

0.520797 0.632090 0.518884 0.624984 'Generally, I believe that communication within the Board is 
honest, open, and candid 
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The Cronbach Alpha test results reported in Table 4·3 show an overall Cronbach Alpha coefficient of 

0.70, suggesting that the responses provided by participating employees on communication 

management within the Board are reliable and could be used for further analysis. Table 4-4 presents 

the Cronbach Alpha test results based on the responses provided on three variables describing 

communication management at the divisional level. The Cronbach Alpha value about 0.78 suggests 

that the responses are structurally consistent and they could be relied on for further analysis. 

Deleted 
Variable j 

D14 

D15 

D16 

Table 4.4: Reliability of Communication Management within Conservation Division 

Overall Cronbach Alpha: 0.775653 (Raw), 0.775578 (Standardized) 

Cronbach Coefficient Alpha with Deleted Variable 

Raw Variables Standardized Variables 

Correlation i Correlation 
with TotalJ Alpha J. with Total Alpha Label 

0. 738084 . 0.550339 0.736939 0.551910 My immediate supervisor is approachable, and that I can 

I speak freely to him on variety of topics 

0.531174 i 0. 7801051 0.533369 0.780460 Overall I feel that communications among staff members in 
I my Unit/Division are cordial I 

o.577127 1 0.737453! 0. 573533 0.738037 If I have concerns about my job, I know I am able to talk 
confidentially to someone other than my line manager 

4·3·3 Perceptions about General Management 

Four questions were asked regarding management at the organisational level, while ten questions 

were directed at the divisional level. The Cronbach Alpha test results presented in Table 4·5 shows an 

overall coefficient of about 0.82, suggesting that the four variables (E1-E4) measure general 

management within the Board is highly consistent and can therefore be used for further analysis that 

produces reliable results. 

Deleted 
variable 

E1 

E2 

E3 

E4 

Table 4.5: Reliability of General Management within NWP& TB 

Overall Cronbach Alpha: 0.816256 (Raw), 0.815824 (Standardized) 

Cronbach Coefficient Alpha with Deleted Variable 

Raw Variables Standardized Variables 

Correlation Correlation 
with Total Alpha with Total Alpha 1 Label 

0.558600 0.804095 0. 558710 0.803907 I believe that management is taking reasonable steps to 
involve staff in decisions which affect them at work 

0.635543 0.769451 0.635705 0.768555 When necessary, management takes action to correct 
problems that affect employees at ~WTB 

0.664859 0.755477 0.663193 0.755548 Management consistently keep us informed about issues at 
NWPTB 

0.688469 0.743924 0.687877 0. 743692 Management are generally approachable 
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The Cronbach Alpha test results of the construct measuring general management within the 

Conservation Division reported in Table 4.6 shows a coefficient of 0.91 suggests highly internally 

consistent responses were provided by respondents and hence can be relied on for further analysis. 

Table 4.6: Reliability of General Management within Conservation Division 

Overall cronbach Alpha: 0.914432 (Raw), 0.915481 (Standardized) 

Cronbach Coefficient Alpha with Deleted Variable 

Raw Variables Standardized Variables 

Deleted Correlation Correlation I 
Variable with Total Alpha with Total • Alpha Label 

E5 0.686601 0.905966 0.687051 i 0.906944 My manager gives me regular and constructive 
feedback on how I am doing my job 

E6 0. 793385 0.899254 0. 792857 ' 0. 900710 My manager gives me support when I need it 

E7 0.707676 0.904519 o. 704976 I 0. 905900 My manager encourages me to use my own initiative 

E8 0. 802857 0.898753 o. 802941 1 0.900107 My manager treats me fairly and with respect 

E9 0.767487 0.900861 0.767037 0. 902246 My manager involves me in decision-making 

ElO -. 064119 0.945975 -.062822 0.946564 I feel I am a victim of offensive, intimidating or 
hostile behaviour by my manager 

Ell 0.759434 0.901803 0. 759881 i o. 902671 Generally, my relationship with my line manager is 
I cordial 

E12 0. 818856 0. 898037 0.821452 0. 898996 My line manager is generally approachable 

E13 0. 872878 0.894486 0.874620 0.895776 My line manager is someone I can rely and count on 

E14 0.815442 0.898055 0.816837 0. 899273 Generally, I am satisfied that my line manager 
takes into consideration the views of staff 

4·3·4 Perceptions about Functional Support 

Four questions were asked under the Functional Support construct. As revealed in the Cronbach 

Alpha test results in Table 4.7, the coefficient of o.86 suggests that highly structurally consistent 

responses provided were provided respondents and the further analysis made from these responses 

are reliable. 

Deleted 
Variable , 

Fl 

F2 

F3 

F4 

Table 4.7: Reliability of Functional Support Construct 

Raw Variables 

Overall Cronbach Alpha: 0.859104 (Raw), 0.858955 (Standardized) 

Cronbach Coefficient Alpha with Deleted Variable 

Standardized Variables 

Correlation 
with Total • Alpha 

' 0.640362 0. 846381 

o. 723119 I 0.812509 

0. 771100 i 0.792024 

0. 684049 ' 0.828694 

Correlation 
with Total 

0.640270 

0.722945 

0.770757 

0. 683851 ' 

Alpha Label 

0.846232 I am satisfied with the office equipment that I have 

0.812348 I am satisfied with my computer hardware and its reliability 

0.792045 I am satisfied with the printing facilities available to me 

0.828561 I am satisfied with the availability and performance of 
networks and servers 
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4·4 Differences in Perceptions 

Having assessed the reliability of the responses provided by participating employees and having 

established they are statistically reliable, this section moves to assess whether there are differences 

in the levels of perceptions of the participating employees. Prior to assessing the differences, 

exploratory analyses of the responses were examined. Differences of responses were also assessed 

at the 5% (0.05) level of significance. 

4.4.1 Workplace Environment 

Table 4.8 presents the distribution of responses to the items under the Workplace Environment 

construct. The results show that the majority of the respondents agreed or strongly agreed (65.1%) 

that as colleagues, they cooperate well together while 31.4% disagreed or strongly disagreed. While 

about 63% agreed or strongly agreed that there is cordial relationship between their units and other 

units within the Conservation Division, a significant 35% disagreed or strongly disagreed. About 54% of 

the respondents also agreed or strongly agreed that morale in their units was good compared to the 

nearly 39% who disagreed or strongly disagreed. At the divisional level, 47% of the respondents 

agreed or strongly agreed that morale within the Conservation Division was good while about 51% 

disagreed or strongly disagreed. 

While most (59.1%) of the respondents agreed or strongly agreed that overall, they get satisfaction 

from doing their work, about 37% of them also disagreed or strongly disagreed. An astonishingly 

70.1% of the respondents agreed or strongly agreed that, generally, they were proud to tell people 

that they worked for the NWP& TB compared with the nearly 29% who disagreed or strongly 

disagreed. While 61.5% of the respondents agreed or strongly agreed that the NWP&TB is a good 

employer, just over a third (35%) of them also disagreed or strongly disagreed. About 8o% of the 

respondents also agreed or strongly agreed that their colleagues that they work with treat them 

with respect with only about 23% disagreeing or strongly disagreeing. Whereas 67.2% of the 

participating employees agreed or strongly agreed that, overall, their work environment was free 

from intimidation and harassment, about 31% of them also disagreed or strongly disagreed. When 

respondents were asked to rate their levels of agreement that, overall, the financial rewards they 

receive at the NWP& TB are quite fair, most (72.3%) of them disagreed or strongly disagreed 

compared to the mere 22.9% who agreed or strongly agreed. 
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Table 4.8: Distribution of Responses to Items under Workplace Environment Construct 

Gender Length of stay with NWPTB 

Male Female Up to 5 years 6+ years TOTAL 

Count % Count % Count % Count % Count % 

As colleagues, we cooperate well together in my unit 

Stronqly aqree 13 22.4 3 13.0 5 11.1 11 29.7 16 19.3 

Aqree 27 46.6 9 39.1 26 57.8 12 32.4 38 45.8 

!Jisaqree 4 6.9 7 30.4 5 11.1 6 16.2 11 13.3 

Stronqlydisaqree 11 19.0 4 17.4 6 13.3 8 21.6 15 18.1 

Total Missing Variables (9) 

There is cordial relationship between my unit and other units 

Stronqly aqree 9 15.5 4 17.4 4 8.9 9 24.3 13 15.7 

Aqree 28 48.3 10 43.5 26 57.8 13 35.1 39 47.0 

IJisaqree 11 19.0 4 17.4 8 17.8 7 18.9 16 19.3 

Stronqly disaqree 9 15.5 4 17.4 5 11.1 a· 21.6 13 15.7 

Total Missing Variables (7) 

I feel that morale in my unit is good 

Stronqly aqree 12 20.7 5 21.7 6 13.3 11 29.7 17 20.5 

Aqree 20 34.5 8 34.8 20 44.4 8 21.6 28 33.7 

!Jisaqree 10 17.2 7 30.4 9 20.0 8 21.6 17 20.5 

Stronqly disaqree 12 20.7 2 8.7 7 15.6 8 21.6 15 18.1 

Total Missing Variables (13) 

I feel that morale in my division is good 

Stronqly aqree 7 12.1 4 17.4 4 8.9 7 18.9 11 13.3 

Aqree 20 34.5 8 34.8 19 42.2 8 21.6 28 33.7 

IJisaqree 19 32.8 7 30.4 15 33.3 11 29.7 26 31.3 

Stronqly disaqree 12 20.7 3 13.0 7 15.6 9 24.3 16 19.3 

Total Missing Variables (6) 

Overall, I get satisfaction from doing my work 

Stronqly aqree 9 15.5 5 21.7 3 6.7 12 32.4 16 19.3 

Aqree 23 39.7 10 43.5 21 46.7 12 32.4 33 39.8 

IJisaqree 17 29.3 3 13.0 11 24.4 9 24.3 20 24.1 

Stronqly disaqree 8 13.8 3 13.0 7 15.6 4 10.8 11 13.3 

Total Missing Variables (9) 
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Table 4.8 continued: Distribution of Responses to Items under Workplace Environment Construct 

Gender Length of stay with NWPTB 

Male Female Up to 5 years 6+ years TOTAL 

Count % Count % Count % Count % Count % 

Generally, I am proud to tell people that I work for NWPTB 

Strong-ly aqree 18 31.0 8 34.8 11 24.4 15 40.5 26 31.3 

Aqree 24 41.4 7 30.4 21 46.7 12 32.4 33 39.8 

Disaqree 6 10.3 3 13.0 4 8.9 5 13.5 9 10.8 

Strong-ly disaqree 10 17.2 5 21.7 9 ' 20.0 5 13.5 15 18.1 

Total Missing Variables (3) 

Overall, I think that the Board is a good employer 

Strong-ly aqree 14 24.1 5 21.7 6 13.3 13 35.1 19 22.9 

Aqree 21 36.2 10 43.5 21 46.7 : 11 29.7 32 38.6 

Disaqree 12 20.7 3 13.0 10. 22.2 5; 13.5 15 18.1 

Strong-ly disaqree 11 19.0 3 13.0 8 17.8 5 13.5 14 16.9 

Total Missing Variables (8) 

Colleagues I work with treat me with respect 

Strong-ly aqree 12 20.7 6 26.1 7 15.6 10 27.0 18 21.7 

Aqree 29 50.0 15 65.2 28 62.2 17 45.9 45 54.2 

Disaqree 12 20.7 0 0 6 13.3 7 18.9 13 15.7 

Strong-ly disaqree 4 6.9 2 8.7 3 6.7 3 8.1 6 7.2 

Total Missing Variables (5) 

Generally, my work environment is free from intimidation and harassment 

Strong-ly aqree 15 25.9 5 21.7 10 22.2 11 29.7 21 25.3 

Aqree 22 37.9 12 52.2 23 51.1 11' 29.7 34 41.0 

Disaqree 11 19.0 2 8.7 6 13.3 7 18.9 13 15.7 

Strong-ly disaqree 8 13.8 4 17.4 5 11.1 8 21.6 13 15.7 

Total Missing Variables (6) 

Overall, the financial rewards I receive at NWPTB are quite fair 

Strongly agree 4 6.9 3 13.0 2 4.4 5 13.5 7 8.4 

Agree 9 15.5 2 8. 7 : 7 15.6 5 13.5 12 14.5 

Disagree 18 31.0 5 21.7 13 28.9 10 27.0 23 27.7 

Strongly disagree 25 43.1 12 52.2 21 46.7 15 40.5 37 44.6 

Total Missing Variables (10) 
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Table 4.8 also presents the distribution of responses according to gender and years of service. To 

further assess whether respondents differ in perceptions about workplace environment on the basis 

of gender, a Multivariate Analysis of Variance (MANOVA) test was first performed and a summary of 

the results reported in Table 4·9· At the 5% (0.05) level of significance, the Pr>F value of the Wilks' 

Lambda, 0.40 (>0.05), suggests no significance gender differences regarding the levels of 

perceptions about workplace environment as a whole. A further Analysis of Variance (ANOVA) test 

results, also reported in Table 4.10, show that at the 0.05 level, there is no significant gender 

differences in each of the ten ( 10) items under the Workplace Environment construct (Pr>F values of 

each item is greater than 0.05). 

Table 4.9: MANOVA and ANOVA: Differences in Workplace Environment Perceptions by Gender 

MANOVA Test of No Differences for Gender {A1) 

Statistic 

Wilks' Lambda 

Value 

0.83999192 

Num OF 

10 

ANOVA Test of No Differences for Gender {A1) 

Source Label 

C1 As colleagues, we cooperate well together in my unit 

C2 There is cordial relationship between my unit and other units 

C3 I feel that morale in my unit is good 

C4 I feel that morale in my division is good 

C5 

C6 

Overall, I get satisfaction from doing my work 

Generally, I am proud to tell people that I work for NWPTB 

C7 Overall, I think that the Board is a good employer 

C8 Colleagues I work with treat me with respect 

Den OF· 
I 

56 

C9 Generally, my work environment is free from intimidation and harassment 

C10 Overall, the financial rewards I receive at NiiPTB are quite fair 

F Value 

1.07 

F Value; 

0.88 

0. 03' 
0.67 . 

o. 68' 

1 ' 0. 70 . 

0.01 

0.68. 

0.97 

0.03 

0.17 

Pr > F 

0.4028 

Pr > F 

0. 3511 

0.8547 

0.4155 

0.4143 

0.4058 

0.9038 

0.4128 

0.3275 

0.8547 

0. 6857 

Similarly, a MANOVA test differences in responses on the basis of employee length of service was 

conducted and the results displayed in Table 4.12. The Pr>F value of the Wilks' Lambda, 0.5305, is 

greater than 0.05, suggesting that at the 0.05 level, there is no statistically significant differences in 

the level of perceptions of employees about workplace environment on the basis of length of 

employee length of service. A further ANOVA tests of the individual items under Workplace 

Environment construct reveals that even though, collectively there is no significant differences in 

employee perception about the workplace environment, one item, C7 (overall, I think that the Board 

is a good employer) reported a statistically significant differences for length of service at the 0.05 

44 



level. It suggests high consistent responses were provided by respondents and hence can be relied 

on for further analysis. 

Table 4.10: MAN OVA and AN OVA: Differences in Workplace Environment Perceptions by Length of Service 

MANOVA Test of No Differences by Length of Service (B1newest} 
' Statistic Value F Value Num DF' Den DF i Pr > F 

Wilks' Lambda 0.86020988 0.91 10! 56 : 0.5305 
' 

ANOVA Test of No Differences by Length of Service (B1newest) 

Source Label DF F Value: Pr > F 

C1 As colleagues, we cooperate well together in my unit L 0. 36' 0.5520 

C2 There is cordial relationship between my unit and other units 11 0.05: 0.8325 

C3 I feel that morale in my unit is good 1 ' 0.60 ' 0. 4410 

C4 I feel that morale in my division is good 1 ' 0.02 0. 8779 

cs Overall, I get satisfaction from doing my work 1 2.33 0.1319 

C6 Generally, I am proud to tell people that I work for NWPTB 1' 2.49 0.1196 

C7* Overall, I think that the Board is a good employer 1: 5.33 \ 0.0242 

c8 Colleagues I work with treat me with respect 1; 0.05 : 0.8179 

C9 Generally, my work environment is free from intimidation and 1 : 0.05 : 0.8177 
harassment 

i 

C10 Overall, the financial rewards I receive at NWPTB are quite fair 1: 1.36 : 0.2475 

4.4.2 Perceptions about Communication Management within NWP&TB 

To examine the distribution of responses to items under the Communication Management within the 

NWP& TB, a cross-tabulation of responses with gender was performed and the results reported in 

Table 4.11. The results show that while 72.3% of the respondents agreed or strongly agreed that 

circulation of information, for instance executive decisions, should be the responsibility of 

Communication Division, 26.5% disagreed or strongly disagreed. About 47% of the respondents also 

agreed or strongly agreed that timing and frequency of information distributed by the 

Communication Division is fairly right while another 47% disagreed or strongly disagreed. About 64% 

of the respondents also agreed or strongly agreed that language, especially English, is a barrier in the 

circulation of information by Communication Division compared to the 32.5% who disagreed or 

strongly disagreed. A relatively larger portion of the respondents also agreed or strongly agreed 

(66.3%) generally felt that there are enough communication mechanisms in place which enables 

them to discuss work=related issues with their colleagues while 29% disagreed or strongly disagreed. 
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Table 4.11: Distribution of Responses to Items under Communication Management within NWP& TB 

Gender Length of stay with NWPTB 

Up to 5 
Male Female years 6+ years TOTAL 

Count % Count % Count % Count % Count % 

I view circulation of information, for instance executive decisions, is the responsibility of 
Communications Division 

Strongly agree 17 29.3 7 30.4 9 20.0 15 40.5 25 30.1 

Agree 24 41.4 10 43.5 23 51.1 12 32.4 35 42.2 

Disagree 7 12.1 3 13.0 7 15.6 3 8.1 10 12.0 

Strongly disagree 10 17.2 2 8.7 5 11.1 7 18.9 12 14.5 

Total Missing Variables (5) 

I am of the view that timing and frequency of information distributed by the communications Division 
is fairly right 

Strongly agree 7 12.1 3 13.0 4 8.9 6 16.2 10 12.0 

Agree 17 29.3 12 52.2 20 44.4 9 24.3 29 34.9 

Disagree 19 32.8 2 8.7 24.4 9 24.3 21 25.3 

Strongly disagree 11 19.0 5 21.7 15.6 11 29.7 18 21.7 

Total Missing Variables (14) 

I believe that language, especially English, is a barrier in the circulation of information by 
Communications Division 

Strongly agree 14 24.1 5 21.7 4 8.9 14 37.8 19 22.9 

Agree 21 36.2 12 52.2 21 46.7 13 35.1 34 41.0 

Disagree 14 24.1 4 17.4 13 28.9 6 16.2 19 22.9 

Strongly disagree 7 12.1 1 4.3 4 8.9 4 10.8 8 9.6 

Total Missing Variables (9) 

Generally, there are communication mechanisms in place which enable me to discuss work-related 
issues with my colleagues 

Strongly agree 14 24.1 3 13.0 5 11.1 12 32.4 18 21.7 

Agree 24 41.4 12 52.2 24 53.3 13 35.1 37 44.6 

Disagree 9 15.5 4 17.4 15.6 6 16.2 13 15.7 

Strongly disagree 8 13.8 3 13.0 13.3 5 13.5 11 13.3 

Total Missing Variables (11) 
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Table 4.11 continued: Distribution of Responses to Items under Communication Management within NWP&TB 

Gender Length of stay with NWPTB 

Up to 5 
Male Female years 6+ years TOTAL 

Count % Count % Count % Count % Count % 

Generally, the Board provides opportunities for employees to communicate their ideas and concerns to 
top management 

Strongly agree 8 13.8 1 4.3 2 4.4 8 21.6 10 12.0 

Agree 20 34.5 8 34.8 16 35.6 12 32.4 28 33.7 

Disagree 15 25.9 8 34.8 13 28.9 9 24.3 23 27.7 

Strongly disagree 14 24.1 6 26.1 13 28.9 7 18.9 20 24.1 

Total Missing Variables (9) 

Generally, I believe that communication within the Board is honest, open, and candid 

Strongly agree 7 12.1 4 17.4 4 8.9 8 21.6 12 14.5 

Agree 13 22.4 7 30.4 11 24.4 8 21.6 20 24.1 

Disagree 19 32.8 9 39.1 18 40.0 10 27.0 28 33.7 

Strongly disagree 17 29.3 3 13.0 10 22.2 11 29.7 21 25.3 

Total Missing Variables (7) 
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Most of the respondents disagreed or strongly disagreed (51.8%) that generally, the Board provides 

opportunities for employees to communicate their ideas as opposed to the 45.7% who agreed or 

strongly agreed. Of the 83 respondents, most (59%) of them disagreed or strongly disagreed that 

generally, communication within the Board is honest, open and candid compared to the 38.6% who 

agreed or strongly agreed. Table 4.11 also provides a breakdown of responses according to gender 

and length of service. 

Next, the responses related to communication management within the Board were assessed for 

gender differences by performing a one-way MANOVA test, and a summary of the results presented 

in Table 4.12. From the MANOVA test results, the Pr>F value of the Wilks' Lambda, 0.2758, which is 

greater than 0.05 means that there is no significance gender differences regarding the levels of 

perceptions about communication management within the Board as a whole. The ANOVA test 

results reported on the same table also show that there is no significant gender differences in each 

of the six items under the Communication Management within the Board construct at the 0.05 level 

(that is, all Pr>F values of each item is greater than o.os). 

Table 4.12: MANOVA and AN OVA Test Results 
Differences in Perception about Communication Management within NWP&TB by Gender 

Statistic 

Wilks' Lambda 

Source Label 

MANOVA Test of No Differences for Gender (Al) 

Value 1 F Value Num DF 

0.89074183 1. 29 

ANOVA Test of No Differences for Gender (Al) 

D6 I view circulation of information, for instance executive decisions, 
is the responsibility of Communications Division 

D7 I am of the view that timing and frequency of information distributed 
by the Communications Division is fairly right 

D8 I believe that language, especially English, is a barrier in the 
1 circulation of information by Communications Division 

D9 i Generally, there are communication mechanisms in place which enable 
, me to discuss work-related issues with my colleagues 

DlO Generally, the Board provides opportunities for employees to 

1 

communicate their ideas and concerns to top management 

Dll :Generally, I believe that communication within the Board is honest, 
open, and candid 

Den DF j 

63 

DF F Value 

0.14 

1.42 

0.80 

0.34 

1. 09 

2. 71 

Pr > F 

0.2758 

Pr > F 

0.7116 

0.2376 

0.3735 

0.5626 

0.2993 

0.1046 

Similarly, the MANOVA test results reported in Table 4.13 produces a Pr>F values of 0.1048, which is 

greater than the 0.05 level. This means that, on the basis of employee length of service, there are no 
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statistically significant differences in employee perceptions about communication management 

within the Board as a whole. However, at the o.os level, the ANOVA test results on Table 4.13 show 

one item, DB (generally, there are communication mechanisms in place which enable me to discuss 

work-related issues with my colleagues) reported a statistically significant differences for length of 

service at the 0.05 level. This means that respondents' perceived language, especially English, is a 

barrier in the circulation of information by Communications Division. 

Table 4.13: MANOVA and AN OVA Test Results 
Differences in Perception about Communication Management within NWP& TB by Length of Service 

!~NOVA Test of No Differences for Length of Service (B1newest) 

Statistic Value F Value Num DF Den DF 

Wilks' Lambda 0.85062748 1.84 

ANOVA Test of No Differences for Length of Service (B1newest) 

Source Label 

D6 I view circulation of information, for instance executive decisions, 
is the responsibility of Communications Division 

D7 I am of the view that timing and frequency of information distributed 
by the Communications Division is fairly right 

D8 I believe that language, especially English, is a barrier in the 
circulation of information by Communications Division 

D9 Generally, there are communication mechanisms in place which enable 
me to discuss work-related issues with my colleagues 

D10 

Dll 

Generally, the Board provides opportunities for employees to 
communicate their ideas and concerns to top management 

Generally, I believe that communication within the Board is honest, 
open, and candid 

63 

DF 

1 ' 

F Value 

0.02 

0.16 

5.45 

0.98 

2.70 

0.66 

4·4·3 Perceptions about Communication Management with Conservation Division 

Pr > F 

0.1048 

Pr > F 

0.8804 

0.6920 

0.0226 

0.3251 

0.1052 

0.4185 

To examine communication management at the divisional levels, respondents were asked three 

questions and the distribution of the responses summarised in Table 4.14 Most (71.1%) of the 

respondents agreed or strongly agreed that their immediate supervisor are approachable, and that 

they can speak freely to them on variety of topics while 24.1% disagreed or strongly disagreed. While 

67.5% agreed or strongly agreed that overall, they feel that communications among staff members in 

their units are cordial while about 30% disagreed or strongly disagreed. About 64% of the 

participating employees agreed or strongly agreed that if they have concerns about their jobs, they 

are able to talk confidentially to someone other than their line managers as opposed to the nearly 

30% who disagreed or strongly disagreed. 
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Table 4.14: Distribution of Responses to Items under Communication Management within Conservation Division 

Gender Length of stay with NWPTB 

Male Female Up to 5 years 6+ years TOTAL 

Count Count Count Count % Count % 

My immediate supervisor is approachable, 
and that I can speak freely to him on 
variety of topics 

Strongly agree 19 32, 8J 21.7 : 11 24.4 13 35.1 25 30.1 

Agree 23 39.7 i 10 43.5 : 21 46.7 13 35.1 34 41.0 

Disagree 10.31 4.3 5 11.1 5.4 8.4 

Strongly disagree 8 13.8 i 5 21.7 7 15.6 16.2 13 15.7 

Total Missing Variables (12) 

Overall I feel that communications among 
staff members in my Unit/ Division are 
cordial 

Strongly agree 10 17.2 6 26.1 13.3 10 27.0 16 19.3 

Agree 28 48.3 10 43.5 . 25 55.6 14 37.8 40 48.2 

Disagree 10 17.2 13.0 15.6 16.2 13 15.7 

Strongly disagree 13.8 17.4 5 11.1 18.9 12 14.5 
: 

Total Missing Variables (7) 

If I have concerns about my job, I know I 
am able to talk confidentially to someone 
other than my line manager 

Strongly agree 14 24.1 5 21.7 13.3 14 37.8 20 24.1 
i 

Agree 23 39.7: 9 39.1 . 22 48.9 11 29.7 33 39.8 

Disagree 7 12.1 4 17.4 15.6 10.8 11 13.3 

Strongly disagree 11 19.0 3 13.0 17.8 16.2 14 16.9 

Total Missing Variables 71 5 

The responses were further assessed on the basis of gender and length of service for differences. 

The MANOVA test results reported in Table 4.14 show that, collectively and on the basis of gender, 

employees do not differ significantly in perceptions about communication management within the 

Conservation Division (Pr>F value of 0.5225 is greater than 0.05). The ANOVA test results, also 

reported in Table 4.15 show that employees do not differ significantly in responses to each of the 

three individual items describing communication management within the Conservation Division (all 

the three Pr>F values are greater than 0.05). Similarly, on the basis of length of service, the MAN OVA 

test results reported in Table 4.16 show that, as a whole, respondents do not differ significantly in 

the perception about how communication is managed within the Conservation Division (Wilks' 

Lambda=0.97169, Pr>F value of 0.5615 is greater than 0.05). Again, individually, employees do not 
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differ significantly in responses to each of the three questions asked (that is, each of the Pr>F values 

is greater than o.os). 

Table 4.15: MAN OVA and AN OVA Test Results 
Differences in Perception about Communication Management within Conservation Division by Gender 

MANOVA Test of No Differences for Gender (A1) 

Statistic Value F Value Num DF 

Wilks 1 Lambda 0.96816619 0.76 3 

ANOVA Tests of No Differences for Gender (A1) 

Source ' Label 

D12 My immediate supervisor is approachable, and that I can speak 
freely to him on variety of topics 

D13 Overall I feel that communications among staff members in my Unit/ 
Division are cordial 

Dl4 If I have concerns about my job 1 I know I am able to talk 
confidentially to someone other than my line manager 

Table 4.16: MANOVA and ANOVA Test Results 

Den DF Pr > F 

69 0.5225 

DFI F Value Pr > F 

1 I 1.29 0.2608 

1' I 0.07 0.7940 

o.oo 0.9512 

Differences in Perception about Communication Management within NWP&TB by Length of Service 

MANOVA Test of No Differences for Length of Service B1newest 

Statistic Value F Value; Num DF 

Wilks 1 Lambda 0. 97169323 0.69 

ANOVA Tests of No Differences for Length of Service B1newest 

Source 

D12 My immediate supervisor is approachable, and that I can speak freely 
to him on variety of topics 

D13 Overall I feel that communications among staff members in my Unit/ 
Division are cordial 

D14 If I have concerns about my job, I know I am able to talk 
confidentially to someone other than my line manager 

4·4·4 General Management within NWP& TB 

Den DF Pr > F 

71 0.5615 

DF F Value Pr > F 

0.55; 0.4624 

0.01 0.9385 

1. 69 I 0.1983 

Table 4.17 presents the distribution of responses to four questions asked in relation to general 

management within the NWP&TB. Of the 83 respondents, the majority (62.6%) disagreed or strongly 

disagreed that management takes reasonable steps to involve staff in decisions which affect them at 

work as opposed to the 36.1% who agreed or strongly agreed. While about 52% of them also agreed 

or strongly agreed that when necessary, management takes action to correct problems that affect 

employees, a significant 45.8% disagreed or strongly disagreed. Of the respondents, (49.4%) agreed 
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or strongly agreed that management consistently keeps them informed about issues within the 

organisation while 45.8% strongly disagreed or strongly disagreed. On whether management is 

generally approachable, 57.7% agreed or strongly agreed while 39.8% disagreed or strongly disagreed. 

Table 4.17: Distribution of Responses to Items under General Management within NWP& TB 

Gender Length of stay with NWPTB 

Male Female Up to 5 years 6+ years TOTAL 

Count % Count Count Count Count 

I believe that management is taking reasonable 
steps to involve staff in decisions which. 
affect them at work 

Strongly agree 8.6 13.0 6. 7 13.5 8 9.6 

Agree 16 27.6 21.7 12 26.7 24.3 22 26.5 

Disagree 20 34.5 34.8 17 37.8 12 32.4 29 34.9 

Strongly disagree 16 27.6 30.4 13 28.9 10 27.0 23 27.7 

Total Missing variables (5) 

When necessary, management takes action to 
correct problems that affect employees at NWPTB 

Strongly agree 12.1 4.3 4.4 16.2 9.6 

Agree 24 41.4 39.1 19 42.2 16 43.2 35 42.2 

Disagree 14 24.1 21.7 11 24.4 18.9 19 22.9 

Strongly disagree 12 20.7 30.4 12 26.7 18.9 19 22.9 

Total Missing Variables (7) 

Management consistently keep us informed about 
issues at NWPTB 

Strongly agree 10.3 13.0 2.2 21.6 10.8 

Agree 24 41.4 26.1 20 44.4 12 32,4 32 38.6 

Disagree 15 25.9 26.1 14 31.1 18.9 21 25.3 

Strongly disagree 11 19.0 26.1 17.8 21.6 17 20.5 

Total Missing Variables (11) 

Management are generally approachable 

Strongly agree 15.5 8.7 4.4 24.3 11 13.3 

Agree 25 43.1 39.1 21 46.7 14 37.8 36 43.4 

Disagree 11 19.0 21.7 20.0 18.9 16 19.3 

Strongly disagree 12 20.7 5 21.7 12 26.7 5 13.5 17 20.5 

Total Missing Variables (9) 

To further examine whether there are gender differences in perceptions about general 

management, a MANOVA test was first performed and the results reported in Table 4.18. The results 

show that, collectively, there are no gender differences in perceptions held about the general 
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management (Wilks' Lambda=0.9463, Pr>F value of 0.4330 is greater than o.os). To individually 

examine whether there are gender differences in perceptions about general management, ANOVA 

tests were run for each of the four questions and the results also reported in Table 4.19 The ANOVA 

test results show no gender differences in each of the questions describing employee perceptions 

about general management within the NWP&TB (that is, each of the four Pr>F values is greater than 

o.os). The ANOVA test results also reported in Table 4.19, however, show slightly significant 

differences in responses to one item, E4 (Management are generally approachable; Pr>F value of 0.555 

does not differ much from o.os). 

Table 4.18: MAN OVA and AN OVA Test Results 
Differences in Perception about General Management within NWP&TB by Gender 

Statistic 

Wilks 1 Lambda 

Source 

E1 

E2 

E3 

E4 

MANOVA Test of No Differences for Gender {A1) 

Value I F Value Num DF I 

0.94633160 0.96 4 i 

ANOVA Test of No Differences for Gender {A1) 

I believe that management is taking reasonable steps to involve 
staff in decisions which affect them at work 

When necessary, management takes action to correct problems 
that affect employees at NWPTB 

Management consistently keep us informed about issues at NVIPTB 

Management are generally approachable 

Table 4.19: MAN OVA and AN OVA Test Results 

Den DF 

68 '. 

DF F Value 

0.64 

3.10 

0.38 

0.01 

Pr > F 

0.4330 

Pr > F 

0.4266 

0. 0827 

0. 5376 

0.9213 

Differences in Perception about General Management within NWP&TB by Length of Service 

Statistic 

Wilks 1 Lambda 

Source 

E1 

E2 

E3 

E4 

MANOVA Test of No Differences for Length of Service {B1newest ) 

Value F Value Num OF Den DF Pr > F 

0. 91964462 ! 1.51 69 0.2096 

ANOVA Tests of No Differences for Length of Service {B1newest ) 

DF F Value Pr > F 

I believe that management is taking reasonable steps to involve 0.64 0.4250 
staff in decisions which affect them at work 

When necessary, management takes action to correct problems that 3.97 0.0500 
affect employees at NWPTB 

Management consistently keep us informed about issues at NWPTB 1.25 0.2669 

Management are generally approachable 3.79 0.0555 
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4·4·5 General Management within Conservation Division 

Respondents were also asked questions to assess how they perceive management within 

Conservation Division. Table 4.20 presents the distributions of the responses to the ten questions 

asked. Of the 83 respondents, 45.8% of them agreed or strongly agreed that their managers give 

them regular and constructive feedback on how they do their job while so.6% disagreed. While about 

65% agreed or strongly agreed that their managers give them support when they need them, 32.6% 

disagreed or strongly disagreed. Most (51.9%) of the respondents also agreed or strongly agreed that 

their managers encourage them to use their own initiative while 42.2% disagreed or strongly 

disagreed. The majority (67.5%) of the respondents agreed or strongly agreed that their managers 

treat them fairly and with respect, while 27.9% disagreed or strongly disagreed. About 42% of the 

respondents also agreed or strongly agreed while most (53%) of them disagreed. While most (62.7%) 

disagreed or strongly disagreed that they felt they were victims of offensive, intimidating or hostile 

behaviour by their managers, 32.6% of them, however, agreed or strongly agreed. While about two

thirds (66.3%) of the respondents agreed or strongly agreed that, generally, their relationship with 

their line managers was cordial, 26.5% also disagreed or strongly disagreed. 

A relatively fraction of the respondents also agreed or strongly agreed (69.9%) that their line 

managers are generally approachable, 26.5% also disagreed or strongly disagreed. About 63% also 

agreed or strongly agreed that their line managers are people they can rely and count on while 37.4% 

disagreed or strongly disagreed. Most (57.9%) of the respondents also agreed or strongly agreed 

that, generally, they are satisfied that line managers take into consideration the views of their staff 

while 39.8% disagreed or strongly disagreed. To further investigate the gender differences, or 

otherwise, in the responses provided on management within the Conservation Division, a MANOVA 

test was first run and the results presented in Table 4.21. The results show that, collectively, there are 

no gender differences in perceptions about general management within the Conservation Division 

(Wilks' Lambda=o.83566, with Pr>F value of 0.3774 being greater than o.os). The attached ANOVA 

test results also show that respondents do not differ significantly in responses to each of the 

questions on management within the Conservation Division (that is, each of the Pr>F values is 

greater than o.os). However, at the 10% level, employees differ significantly in perceptions on one 

item, E11 (Generally, my relationship with my line manager is cordial; Pr>F of o.o62o is less than 0.10 ), 

on the basis of gender. 
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Table 4.20: Distribution of Responses to Items Describing Perceptions about General Management within Conservation Division 

Gender Length of stay with NWPTB 

Male Female Up to 5 years 6+ years TOTAL 

Count % Count % Count % Count % Count % 

My manager gives me regular and constructive feedback on how I am doing my job 

Strongly agree 12 20.7 2 8.7 6 13.3 9 24.3 15 18.1 

Agree 14 24.1 8 34.8 12 26.7 11 29.7 23 27.7 

Disagree 12 20.7 4 17.4 12 26.7 3 8.1 16 19.3 

Strongly disagree 19 32.8 7 30.4 14 31.1 12 32.4 26 31.3 

Total Missing Variables (9) 

My manager gives me support when I need it 

Strongly agree 15 25.9 4 17.4 9 20.0 10 27.0 20 24.1 

Agree 43.1 9 39.1 24 53.3 10 ' 27.0 34 41.0 

Disagree 17.2 3 13.0 6 13.3 7 18.9 13 15.7 

Strongly disagree 8 13.8 6 26.1 6 13.3 8 21.6 14 16.9 

Total Missing Variables (6) 

My manager encourages me to use my own initiative 

Strongly agree 8 13.8 2 8.7 3 6.7 8 21.6 11 13.3 

Agree 24 41.4 7 30.4 21 46.7 11 29.7 32 38.6 

Disagree 14 24.1 5 21.7 26.7 7 18.9 19 22.9 

Strongly disagree 8 13.8 8 34.8 13.3 10 i 27.0 16 19.3 

Total Missing Variables (12) 

My manager treats me fairly and with respect 

Strongly agree 13 22.4 2 8.7 6 13.3 9 24.3 15 18.1 

Agree 28 48.3 13 56.5 25 55.6 15 40.5 41 49.4 

Disagree 6 10.3 0 0 4 8.9 2 5.4 6 7.2 

Strongly disagree 10 17.2 6 26.1 8 17.8 9 24.3 17 20.5 

Total Missing Variables 5 

My manager involves me in decision-making 

Strongly agree 10 17.2 2 8.7 5 11.1 8 21.6 13 15.7 

Agree 14 24.1 7 30.4 15 33.3 7 18.9 22 26.5 

Disagree 19 32.8 8 34.8 15 33.3 12 32.4 27 32.5 

Strongly disagree 12 20.7 5 21.7 8 17.8 9 24.3 17 20.5 

Total Missing Variables (10) 
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Table 4.20 continued: Distribution of Responses to Items Describing Perceptions about General Management within Conservation Division 

Gender Length of stay with NWPTB 

Male Female Up to 5 years 6+ years TOTAL 

Count % Count % Count % Count % Count 

I feel I am a victim of offensive, intimidating or hostile behaviour by my manager 

Strongly agree 10 17.2 3 13.0 2 4.4 11 29.7 13 15.7 

Agree 11 19.0 3 13.0 7 15.6 7 18.9 14 16.9 

Disagree 37.9 9 39.1 20 44.4 13 35.1 33 39.8 

Strongly disagree 22.4 6 26.1 14 31.1 5 13.5 19 22.9 

Total Missing Variables (10) 

Generally, my relationship with my line manager is cordial 

Strongly agree 13 22.4 1 4.3 6 13.3 8 21.6 14 16.9 

Agree 28 48.3 11 47.8 27 60.0 . 14 37.8 41 49.4 

Disagree 7 12.1 3 13.0 6 13.3 4 10.8 10 12.0 

Strongly disagree 7 12.1 5 21.7 5 11.1 7 18.9 12 14.5 

Total Missing Variables (8) 

My line manager is generally approachable 

Strongly agree 16 27.6 3 13.0 6 13.3 13 35.1 19 22.9 

Agree 28 48.3 11 47.8 29 64.4 10 27.0 39 47.0 

Disagree 5 8.6 8.7 4 8.9 4 10.8 8 9.6 

Strongly disagree 8 13.8 26.1 5 11.1 9 24.3 14 16.9 

Total Missing Variables (7) 

My line manager is someone I can rely and count on 

Strongly agree 13 22.4 6 26.1 6 13.3 13 35.1 19 22.9 

Agree 24 41.4 9 39.1 23 51.1 10 27.0 33 39.8 

Disagree 11 19.0 4 17.4 9 20.0 7 18.9 16 19.3 

Strongly disagree 10 ' 17.2 4 17.4 7 15.6 7 18.9 15 18.1 

Total Hissing Variables 

Generally, I am satisfied that my line manager takes into consideration the views of 
staff 

Strongly agree 10 17.2 2 8.7 4 8.9 8 21.6 12 14.5 

Agree 26 44.8 10 43.5 27 60.0 9 24.3 36 43.4 

Disagree 12 20.7 3 13.0 7 15.6 8 21.6 16 19.3 

Strongly disagree 9 15.5 8 34.8 7 15.6 10 27.0 17 20.5 

Total Missing Variables (6) 
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Statistic 

Wilks' Lambda 

Table 4.21: MANOVA and AN OVA Test Results 
Differences in Perception about General Management within NWP&TB by Gender 

MANOVA Test of No Differences for Gender (A1) 

Value F Value Num DF Den DF 

0.83565757 1.10 10 56 

ANOVA Test of No Differences for Gender (Al) 

Pr > F 

0.3774 

Source Label DF I F Value I Pr > F 

E5 

E6 

E7 

My manager gives me regular and constructive feedback on how I am doing my job 

My manager gives me support when I need it 

My manager encourages me to use my own initiative 

E8 My manager treats me fairly and with respect 

E9 My manager involves me in decision-making 

ElO 

Ell 

El2 

El3 

El4 

I feel I am a victim of offensive, intimidating or hostile behaviour by my 
manager 

Generally, my relationship with my line manager is cordial 

My line manager is generally approachable 

My line manager is someone I can rely and count on 

Generally, I am satisfied that my line manager takes into consideration the I 
views of staff 

Table 4.22: MANOVA and ANOVA Test Results 

ll 

1 I 
1 

1 I 
I 

1 

0.36 . . 
1.10 I 

1.08 

0. 621 

o.oo 
1.12 

3.61 

1.81 

0.621 

1.17 

I 

Differences in Perception about General Management within NWP&TB by Length of Service 

MANOVA Test of No Differences for Length of Service (Blnewest) 

Statistic Value F Value Num DF 

Wilks' Lambda 0. 73083929 2.06 10 

Source 

E5 

E6 

E7 

ES 

E9 

ElO 

ANOVA Tests of No Differences for Length of Service (B1newest) 

Label 

My manager gives me regular and constructive feedback on how I am doing my job 

My manager gives me support when I need it 

My manager encourages me to use my own initiative 

My manager treats me fairly and with respect 

My manager involves me in decision-making 

I feel I am a victim of offensive, intimidating or hostile behaviour by my 
manager 

Ell Generally, my relationship with my line manager is cordial 

E12 My line manager is generally approachable 

El3 My line manager is someone I can rely and count on 

El4 Generally, I am satisfied that my line manager takes into consideration the 
views of staff 

Den DF 

56 

DF F Value 
1 

0.32 

0. 95 ; 

0.02 

0.04 

0. 01 

12.43 

0.06 

0.00 

0.29 

0.06 

0.5524 

0.1963 

0.3025 

0.4346 

0.9457 

0.2945 

0.0620 

0.1828 

0.4346 

0.2829 

Pr > F 

0.0434 

Pr > F 

0.5707 

0.3335 

0.8842 

0.8517 

0.9401 

0.0008 

0.8135 

0.9616 

0.5918 

0.8054 
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Similarly, to examine the differences, or otherwise, in the responses provided on management 

within the Conservation Division on the basis of length of service, a MANOVA test was also run 

and a summary of the results displayed in Table 4.22 The results show that, collectively and on 

the basis of length of service, there are statistically significant differences in perceptions about 

general management within the Conservation Division (Wilks' Lambda=0.73084, with Pr>F value 

of 0.0434 being less than o.os). The ANOVA test results also reported in Table 4.22 show that 

respondents do not differ significantly in responses to each of the questions on management 

within the Conservation Division, except E1o (I feel I am a victim of offensive, intimidating or 

hostile behaviour by my manager; Pr>F value of o.ooo8 is less than o.os). 

4·4·6 Functional Support 

To examine the perceptions employees have about the functional support they receive, 

especially IT services, respondents were asked four questions and the responses provided 

tabulated and reported in Table 4.23. Quite disturbingly, 61.4% of the respondents disagreed or 

strongly disagreed that they were satisfied with the office equipment they have as opposed to 

27.7% who agreed or strongly agreed. Most (49.4%) of the respondents also disagreed or 

strongly disagreed that they were satisfied with their computer hardware and their reliability 

while 21.7% agreed or strongly agreed. Again, most (50.6%) disagreed or strongly disagreed that 

they were satisfied with the printing facilities available to them compared to the 25.3% who 

agreed or strongly agreed. The majority (51.8%) of the respondents disagreed or strongly 

disagreed that they were satisfied with the availability and performance of networks as opposed 

to the 20.4% who agreed or strongly agreed. 
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Table 4.23: Distribution of Responses to Items Describing Functional Support 

Gender Length of stay with NWPTB 

Male Female Up to 5 years 6+ years TOTAL 

Count % Count Count % Count % Count 

I am satisfied with the office 
equipment that I have 

Strongly agree 5.2 3 13.0 2! 4.4 10.8 6 7.2 

Agree 13 22.4 17.4 111 24.4 16.2 17 20.5 

Disagree 14 24.1 30.4 15 33.3 16.2 21 25.3 

Strongly disagree 22 37.9 6 26.1 111 24.4 18 48.6 30 36.1 

Total Missing Variables (21) 

I am satisfied with my computer 
hardware and its reliability 

Strongly agree 5.2 4. 3 ! 4.4 5.4 4.8 
I 

Agree 13.8 21.7 • 9! 20.0 10.8 14 16.9 

Disagree 12 20.7 26.1 1 14 1 31.1 5 13.5 19 22.9 

Strongly disagree 14 24.1 34,8 1 91 
I 

20.0 13 35.1 22 26.5 

Total Missing Variables (51) 

I am satisfied with the printing 
facilities available to me 

Strongly agree 5.2 13.0 : 31 6.7 8.1 7.2 
• 

I 
Agree 15.5 5 21.7 • 10 i 22.2 10.8 15 18.1 

Disagree 15 25.9 7 30.4 12 
I 

26.7 10 27.0 22 26.5 
I 

Strongly disagree 14 24.1 5 21,7 I 9. 20.0 11 29.7 20 24.1 

Total Missing variables (53) 

I am satisfied with the availability 
and performance of networks and servers 

Strongly agree 5 8.6 8. 7 I 3 6.7 5 13.5 9.6 

Agree 5 8.6 17.4 71 15.6 2 5.4 9 10.8 

Disagree 15 25.9 8. 7 1 10 I 22.2 18.9 18 21.7 

Strongly disagree 15 25.9 10 43.5 i 13 28.9 12 32.4 25 30.1 

Total Missing Variables (69) 

To ascertain whether or not respondents, on the basis of gender, differ in perceptions about the 

functional support they receive, a MANOVA test was performed and results summarised in Table 

4.2.4 The MANOVA results show no gender differences in perceptions about the functional 

support employees receive (Wilks' Lambda=o.85788, with Pr>F value of 0.1594 being greater 

than 0.05). However, at the 1o% level, employees differ significantly in perceptions on one item, 

F3 (I am satisfied with the printing facilities available to me; Pr>F of 0.0835 is less than 0.10), on 

the basis of gender. To further investigate gender differences in individual questions, ANOVA 

tests were run and a summary also reported in Table 4.2.4. The ANOVA test results show that 
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respondents do not differ significantly in responses to each of the questions on functional 

support employees receive (that is, each of the Pr>F values is greater than o.os). 

Table 4.24: MAN OVA and AN OVA Test Results 
Differences in Perception about Functional Support by Gender 

~!ANOVA Test of No Differences for Gender (A1) 

Statistic 

Wilks 1 Lambda 

Value 

0.85788433 

I 
F Value 1 

1. 74 

Num DF I 
41 

Source 

F1 

F2 

F3 

F4 

ANOVA Tests of No Differences for Gender (A1) 

Label 

I am satisfied with the office equipment that I have 

I am satisfied with my computer hardware and its reliability 

I am satisfied with the printing facilities available to me 

I 

I am satisfied with the availability and performance of networks and servers 

Den DF Pr > F 

42 0.1594 

DF F Value Pr > F 

0.18 0.6737 

0.01 0.9130 

3.13 0.0835 

0.19. 0.6632 

A similar exercise was done to investigate the differences, or otherwise, on the basis of length 

of service, in employee perceptions about the functional support they receive. As revealed by 

the MANOVA test results summarised in Table 4.25, there are no differences in perceptions 

about the functional support employees receive, on the basis of length of service (Wilks' 

Lambda=0.93409, with Pr>F value of o.ssso being greater than o.os). From the attached 

ANOVA test results, it is also found that there are significant differences in the responses to 

each of the four individual questions, on the basis of length of service (that is, each of the Pr>F 

values is greater than o.os). 

Table 4.25: MANOVA and ANOVA Test Results 
Differences in Perception about Functional Support by Length of Service 

~NOVA Test of No Differences for Length of Service B1newest 

Statistic Value F Value Num DF Den DF Pr > F 

Wilks 1 Lambda 0. 93409301 0.76 43 0.5580 

ANOVA Tests of No Differences for Length of Service B1newest 

Source F Value Pr > F 

F1 ' I am satisfied with the office equipment that I have 2.53 0.1187 

F2 I am satisfied with my computer hardware and its reliability 1.15 0.2884 

F3 I am satisfied with the printing facilities available to me 0.45 0.5058 

F4 ; I am satisfied with the availability and performance of networks and servers 0.30 0.5842 

60 



4·4·7 Differences in Overall Satisfaction 

To examine the overall level of satisfaction of employees being employed by the NWP&TB, 

respondents were asked to rate two statements - I receive personal satisfaction from doing my 

job and I feel good about working for the NWP& TB. As revealed in Table 4.26, most (56.6%) of the 

respondents agreed or strongly agreed that they receive personal satisfaction from doing their 

job as opposed to the 16.6% who disagreed or strongly disagreed. Similarly, most (61.4%) of the 

respondents agreed or strongly agreed that they feel good working for the NWP&TB while 

28.9% disagreed or strongly disagreed. Two one-way MANOVA tests were further performed to 

examine whether, or not, employee satisfaction levels differ significantly on the basis of gender 

and length of service. 

Table 4.26: Distribution of Responses to Items Describing Overall Employee Satisfaction 

Gender Length of stay with NWPTB 

Male Female Up to 5 years 6+ years TOTAL 

Count Count % Count % Count % Count % 

I receive personal satisfaction form 
doing my job 

Strongly agree 10 17.2 5 21.7 5 11.1 12 32.4 17 20.5 

Agree 20 34.5 10 43.5 19 42.2 10 i 27.0 30 36.1 
I 

Disagree 11 19.0 8.7 9 20.0 10.8 13 15.7 

Strongly disagree 10 17.2 4 17.4 8 17.8 16.2 14 16.9 

I feel good about working for the 
NWP&TB 

Strongly agree 17 29.3 i 5 21.7 8 17.8 13 35.1 22 26.5 

Agree 18 31.0 i 9 39.1 17 37.8 12 32.4 29 34.9 

Disagree 10.3 ; 4.3 6 13.3 2. 7 8.4 

Strongly disagree 11 19.0 6 26.1 11 24.4 16.2 17 20.5 

The MANOVA test results in Table 4.27 show no gender differences in employee satisfaction 

(Wilks' Lambda=o.98821, with Pr>F value of o.68o2 being greater than o.os). The ANOVA test 

results attached also show that there are significant gender differences in the responses to each 

of the two individual questions describing general employee satisfaction (that is, each of the 

Pr>F values is greater than o.os). On the basis of length of service, the MANOVA test results in 

Table 4.28 also show no differences in general employee satisfaction Wilks' Lambda=0.94641, 
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with Pr>F value of 0.1621 being greater than o.os). The ANOVA test results also show that, on 

the basis of length of service, employee do not differ significantly in the responses to each of 

the two individual questions describing general employee satisfaction (that is, each of the Pr>F 

values is greater than o.os). 

Statistic 

Wilks' Lambda 

Table 4.27: MANOVA and AN OVA Test Results 
Differences in Overall Employee Satisfaction by Gender 

MANOVA Test of No Difference for Gender (Al) 

Value F Value Num DF Den DF 

0.98821256 0.39 65 

ANOVA Tests of No Difference for Gender (Al) 

Pr > F 

0.6802 

Source I Label DF F Value Pr > F 

F6 I receive personal satisfaction from doing my job 0.11 0.7373 

F7 I I feel good about working for the NWP&TB 0.21 0.6479 

Table 4.28: MANOVA and ANOVA Test Results 
Differences in Overall Employee Satisfaction by Length of Service 

MANOVA Test of No Differences for Length of Service (Blnewest) 

statistic 

Wilks' Lambda 

Value 

0.94641538 

F Value 

1.87 

Num DF Den DF 

66: 

Pr > F 

0.1624 

MANOVA Test of No Differences for Length of Service (Blnewest) 

Source Label 

F6 

F7 

I receive personal satisfaction from doing my job 

I feel good about working for the NWP&TB 

DF F Value Pr > F 

2.92 0.0924 

3.03 0.0865 

4·5 Exploring Factors Associated with Employee Overall Satisfaction 

In this section, Pearson chi-square tests are performed to assess whether the overall employee 

satisfaction as measured by the two questions described in Section 4·4·7 are related to 

workplace environment and management (organisational and divisional). Again, associations 

are assessed at the 0.05 level of significance. In addition, the responses are regrouped as 

follows: 

• With F6 (I receive personal satisfaction from doing my job), 'agreed/strongly agreed' 

responses mean 'Personally satisfied with job' while 'disagreed/strongly disagreed' 
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responses mean 1Personally unsatisfied with job'. The resultant variable is F6new 

(Persona! satisfaction from doing job). 

• With F7 (I feel good about working for the NWP& TB), 1agreed/strongly agreed' responses 

mean 1Feel good working for NWP& TB' while 1disagreed/strongly disagreed' responses 

mean 1Feel bad working for NWP&TB'. The resultant variable is F7new (Feeling working 

for NWP&TB). 

4·5·1 Factors Associated with Employee Personal Satisfaction from Doing Job 

Table 4.29 presents a summary of the chi-square test results with Personal satisfaction from 

doing job as the dependent variable and items describing workplace environment as 

independent variables. At the 0.05 level, the Prob values are all less than 0.05, suggesting 

statistically significant associations between each of the ten items describing work environment 

and Personal satisfaction from doing job. 

Independen 
t Variable 

Clnew 

C2new 

C3new 

C4new 

C5new 

C6new 

C7new 

C8new 

C9new 

C10new 

Table 4.29: Chi-Square Tests of Association Results 
Personal satisfaction from doing job and Workplace Environment 

Dependent Variable: Personal satisfaction from doing job 

Label DF, 

As colleagues, we cooperate well together in my unit 

There is cordial relationship between my unit and other units 1 

I feel that morale in my unit is good 1 

I feel that morale in my division is good 1: 

Overall, I get satisfaction from doing my work 

Generally, I am proud to tell people that I work for NWPTB 

Overall, I think that the Board is a good employer 
1i 

Colleagues I work with treat me with respect 

Generally, my work environment is free from intimidation and harassment 

Overall, the financial rewards I receive at NWPTB are quite fair 

Value! Prob 

13.4271 0.0002 

7.4287 0.0064 

8. 8977 0. 0029 

4.5688 0.0326 

14.1161 0.0002 

6.9030 0.0086 

13.0268 0.0003 

7.3060 0.0069 

5. 0870 0.0241 

9. 3979 0.0022 

Similarly, Table 4.30 presents a summary of the chi-square test results with Personal satisfaction 

from doing job as the dependent variable and items describing management and (organisational 

and divisional) as independent variables. At the 0.05 level, all items describing management 

were found to be statistically associated with Personal satisfaction from doing job, except two -
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E7new (My manager encourages me to use my own initiative) and E1onew (I feel I am a victim of 

offensive, intimidating or hostile behaviour by my manager). 

Independent 

Table 4.30: Chi-Square Tests of Association Results 
Personal satisfaction from doing job and Management 

Dependent Variable: Personal satisfaction from doing job 

Variable Label 

E1new 

E2new 

E3new 

E4new 

E5new 

E6new 

E7new 

E8new 

E9new 

E10new 

Ell new 

E12new 

E13new 

El4new 

I believe that management is taking reasonable steps to involve I 
staff in decisions which affect them at work 

When necessary, management takes action to correct problems 
that affect employees at NWPTB 

Management consistently keep us informed about issues at NWPTB 

Management are generally approachable 

My manager gives me regular and constructive feedback on how I 
am doing my job 

My manager gives me support when I need it 

My manager encourages me to use my own initiative 

My manager treats me fairly and with respect 

My manager involves me in decision-making 

I feel I am a victim of offensive, intimidating or hostile 
behaviour by my manager 

Generally, my relationship with my line manager is cordial 

My line manager is generally approachable 

My line manager is someone I can rely and count on 

Generally, I am satisfied that my line manager takes into 
consideration the views of staff • 

DF Value 

16.0593 

9.7500 

11.1645 

19.0386 

4.4038 

11.9506 

2.3435 

9.6456 

12.1375 

0.8129 

14.1751 

10.3779 

19.8311 

9. 6623 

4·5·2 Exploring Factors Associated with Employee Feeling Working for NWP& TB 

Prob 

<.0001 

0.0018 

0.0008 

<.0001 

0.0359 

0.0005 

0.1258 

0. 0019 

0.0005 

0.3673 

0.0002 

0.0013 

<.0001 

0.0019 

As in the previous section, Table 4.31 and Table 4.32 present summaries of the chi-square test 

results with Feeling working for NWP& TB as the dependent variable and items describing 

workplace environment as independent variables. At the o.os level, all items describing 

workplace environment were found to be statistically related to Feeling working for NWP&TB, 

except one- C4new (I feel that morale in my division is good). In the case of items measuring 

perceptions about management, all items were found to be statistically associated with Feeling 

working for NWP& TB, except two - E1onew (I feel I am a victim of offensive, intimidating or 

hostile behaviour by my manager) and E11new (Generally, my relationship with my line manager is 

cordial). 
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Independent 

Table 4.31: Chi-Square Tests of Association Results 
Feeling working for NWP& TB and Workplace Environment 

Variable Label 

Clnew As colleagues, we cooperate well together in my unit 

C2new There is cordial relationship between my unit and other units 

C3new I feel that morale in my unit is good 

C4new I feel that morale in my division is good 

C5new Overall, I get satisfaction from doing my work 

C6new <Generally, I am proud to tell people that I work for NWPTB 

C7new Overall, I think that the Board is a good employer 

C8new Colleagues I work with treat me with respect 

C9new Generally, my work environment is free from intimidation and 
harassment 

ClOnwe Overall, the financial rewards I receive at NWPTB are quite fair 

Independent 

Table 4.32: Chi-Square Tests of Association Results 
Feeling working for NWP& TB and Management 

Variable Label 

E1new I believe that management is taking reasonable steps to involve staff in 
decisions which affect them at work 

E2new When necessary, management takes action to correct problems that affect 
employees at NWPTB 

E3new Management consistently keep us informed about issues at NWPTB 

E4new Management are generally approachable 

E5new My manager gives me regular and constructive feedback on how I am doing 
my job 

E6new My manager gives me support when I need it 

E7new My manager encourages me to use my own initiative 

E8new My manager treats me fairly and with respect 

E9new My manager involves me in decision-making 

ElOnew I feel I am a victim of offensive, intimidating or hostile behaviour by 
my manager 

Ell new 

El2new 

E13new 

E14new 

Generally, my relationship with my line manager is cordial 

My line manager is generally approachable 

My line manager is someone I can rely and count on 

Generally, I am satisfied that my line manager takes into consideration 
the views of staff 

DF Value 

8.1775 

4. 0146 

4.0151 

2.2751 

12.4868 

11.9869 

6.0051 

12.7210 

4.7506 

7.7869 

DF Value 

9.3033 

9.4806 

5.1748 

11.3760 

5.8932 

14.2181 

9. 7199 

13.0909 

6.2634 

1. 9341 

2. 3079 

7.4436 

10.4575 

12.2221 

Prob 

0.0042 

0.0451 

0.0451 

0.1315 

0.0004 

0.0005 

0. 0143 

0.0004 

0.0293 

0.0053 

Prob 

0.0023 

0.0021 

0.0229 

0.0007 

0.0152 

0.0002 

0.0018 

0.0003 

0.0123 

0.1643 

0.1287 

0.0064 

0.0012 

0.0005 
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4.6 Modelling Employee Satisfaction 

This section models employee satisfaction as measured by the two items in the previous section 

- F6new (Personal satisfaction from doing job) and F7 (Fee/ about working for the NWP&TB). 

Using the variables from the Workplace Environment and Management constructs found to be 

associated with the two dependent variables, binary logistic regression models were run with 

backward elimination selection method allowing significance at the o.os level. 

4.6.1 Modelling Employee Personal Satisfaction with Job 

Using the significant Workplace Environment and Management variables with Personal 

satisfaction from doing job as determined by the chi-square tests conducted, a binary logistic 

regression was run to ascertain the variables that actually model employee satisfaction, and the 

results summarised in Table 4·33· At the o.os level, only three of the 24 Workplace Environment 

and Management items (variables) were found to modelling the event that an employee is 

personally satisfied with job - C7 (Overall, I think that the Board is a good employer), Emew (I 

believe that management is taking reasonable steps to involve staff in decisions which affect them 

at work) and E14new (Generally, I am satisfied that my line manager takes into consideration the 

views of staff). 

Table 4.33: Binary Logistic Regression Model with Probability Modelled as 'Personally satisfied with job' 

Dependent Variable: Personal satisfaction with job 

Analysis of Maximum Likelihood Estimates 

Wald Odds 
Parameter DF Estimate Chi-Square Pr>ChiSq Ratio 

Intercept 

C7new 
Overall, I think that the Board is a 
good employer 

E1new 

I believe that management is taking 
reasonable steps to involve staff in 
decisions which affect them at work 

E14new 

Generally, I am satisfied that my 
line manager takes into consideration 
the views of staff 

Agree/Strongly agree 

Disagreed/Strongly disagreed 
(Ref) 

Agree/Strongly agree 

Disagreed/Strongly disagreed 
(Ref) 

Agree/Strongly agree 

Disagreed/Strongly disagreed 
(Ref) 

-2.2515 

1.5765 

0.0000 

2.9871 

0.0000 

1.5880 

o.oooo 

Probability modelled is F6new='Personally satisfied with job'. 

8.4523 

3.6041 

6.5853 

3.9597 

0.0036 

0. 0576 4.838 

1.000 

0.0103 19.829 

0.0466 

1.000 

4.894 

1.000 
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From the results, the odds ratio of C7new (Overall, I think that the Board is a good employer) of 

4.838 suggests that employees who agree or strongly agree that overall, they think that the 

Board is a good employer are about five times more likely to be personally satisfied with the job 

they do than those who disagree or strongly disagree. Similarly, employees who agree or 

strongly agree that management takes reasonable steps to involve staff in decisions which 

affect them at work are about 20 (odds ratio = 19.829) times more likely to be personally 

satisfied with the job they do than those who disagree or strongly disagree. The results further 

show that employees who agree or strongly agree that generally, they are satisfied that their 

line managers take into consideration the views of staff members are about five (odds ratio = 

4.894) times more likely to be personally satisfied with the job they do than those who disagree 

or strongly disagree. 

4.6.2 Modelling Employee Feeling Good Working for NWP&TB 

Table 4·34 represent a summary of the binary logistic regression result with the significant 

Workplace Environment and Management variables with Feeling working for NWP&TB as 

determined by the chi-square tests conducted as independent variables and Feeling working for 

NWP&TB as dependent variable. 

Table 4.34: Binary Logistic Regression Model with Probability Modelled as 'Feel good working for NWP& TB' 

Parameter 

Intercept 

C5new 
Overall, I get satisfaction 
from doing my work 

E4new 
Management are generally 
approachable 

E8new 
My manager treats me fairly 
and with respect 

Dependent variable: Feeling working for NWP&TB 

Analysis of Maximum Likelihood Estimates 

Agree/Strongly agree 

Disagreed/Strongly disagreed (Ref) 

Agree/Strongly agree 

Disagreed/Strongly disagreed (Ref) 

Agree/Strongly agree 

Disagreed/Strongly disagreed (Ref) 

DF Estimate 

-2.1555 

1. 7377 

0.0000 

1. 7459 

o.oooo 

1.6809 

0.0000 

Wald 
Chi-Square 

7.1771 

5.2102 

5.0169 

4. 2970 

Probability modeled is F?new='Fee/ good working for NWP& TB' 

Pr>ChiSq 

0.0074 

0. 0225 

0.0251 

0.0382 

Odds 
Ratio 

5.684 

1.000 

5.731 

1.000 

5.370 

1.000 
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The results summarised in Table 4·34 show that, at the 0.05 level, only three of the 24 Workplace 

Environment and Management items (variables) were the statistically significant predictors of 

the event that an employee is feels good working for NWP& TB- C5new (Overall, I get satisfaction 

from doing my work), E4new (Management are generally approachable) and E8new (My manager 

treats me fairly and with respect). The odds ratio of C5new (Overall, I get satisfaction from doing 

my work) of 5.684 indicates that employees who agree or strongly agree that overall, they are 

satisfied from doing their job are about six times more likely to feel good working for the 

NWP&TB than those who disagree or strongly disagree. Similarly, employees who agree or 

strongly agree that management are generally approachable are about 6 (odds ratio = 5·731) 

times more likely to feel good working for the NWP& TB than those who disagree or strongly 

disagree. The results further indicate that employees who agree or strongly agree that 

generally, they are satisfied that their managers treat them fairly and with respect are about five 

(odds ratio = 5·370) times more likely to feel good working for NWP& TB than those who 

disagree or strongly disagree. 

4·7 Concluding Remark 

This chapter presented the findings of the study. Firstly, the background characteristics of the 

respondents were tabulated and the Cronbach Alpha tests were performed on the main 

construct to ascertain the reliability of the responses provided. Next, MANOVA and ANOVA 

tests were conducted to find out whether or not respondents differ significantly in responses to 

issues related to workplace environment, communication management, general management, 

functional support, and overall satisfaction. Chi-square tests were also conducted with the view 

of finding the core factors that are related to overall employee satisfaction as measured by two 

variables. Lastly, binary logistic regression analyses were performed to model and predict 

overall employee satisfaction. 
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Chapter 5 

Summary of Findings, Implications and Recommendations 

5.1 Introduction 

The job-satisfaction-job performance relationship has been the object of much research in the 

area of industrial/organizational psychology. The purpose of this study was to examine 

perceptions about workplace environment, communication management, and job satisfaction 

of the staff at the Pilanesberg National Park, a wild-life game park managed by the North West 

Parks and Tourism Board. In particular, this study sought to examine differences in perceptions 

and satisfaction levels of employees of the PNP on the basis of a select number of background 

characteristics. The study as examines the determinants of various attributes of employee 

satisfaction as well as the overall employee satisfaction levels. More specifically, the study 

objectives were as follows: 

• To determine the existence, or otherwise, of differences in perceptions about workplace 

environment, communication management, general management and functional 

support; 

• To determine overall employee job satisfaction on the basis of gender and length of 

service; 

• To determine the existence, or otherwise, of any association between overall employee 

job satisfaction and workplace environment and general management; and 

• To modelling the overall employee satisfaction with the aim of ascertaining the actual 

items from the various constructs that can best be described as the main predictors of 

overall employee satisfaction. 

5.2 Procedures 

Quantitative survey method was used to obtain information from respondents. The 

demographic factors or personal information about the respondents needed to be considered in 
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the study to describe the respondents' characteristics and their background. Different personal 

backgrounds would mean different personality and different levels of attitude, perception and 

satisfaction among the respondents. 

5·3 Summary of Findings 

The survey instrument comprised of four main segments - background characteristics, 

perceptions about workplace environment, perceptions about communication management, 

perceptions about general management, and perceptions about functional support. In 

additions, various questions were asked as they related to the overall employee satisfaction in 

general. 

Data Reliability 

The reliabilities of the responses to the various items under the four constructs as measured by 

the Cronbach Alpha Coefficient estimates ranged between 89.15% - 91.01% for the perceptions 

about workplace environment construct, 59.31% - 75.86% for the perceptions about 

communication management construct, 55.19% - 78.05% for the perceptions about general 

management, and 74.37%- 80.39% for the perceptions about functional support construct. These 

Alpha coefficients support the fact that the responses provided by participants were reliable. 

Background Characteristics 

Of the 94 employees who participated in the study, 71.6% were males while the remaining 28.4% 

were females. Most of the participants fall within the age group of 30-49 years (6o.o%), 22.5% 

were younger than 30 years, and 17.5% were aged 50 years or more. Africans make up of 85.5% of 

all the participants while the remaining 14.5% were Whites. About 38% of the participating 

employees had been work for the organisation for 10 years or more, whereas about 37% had 

been working for the organisation for less than 1 year, while the nearly 26% had been working 

for the organisation between 2 and 9 years. 

Perception about Workplace Environment 

The results show that the majority of the respondents agreed or strongly agreed (65.1%) that as 

colleagues, they cooperate well together while 31.4% disagreed or strongly disagreed. While 
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about 63% agreed or strongly agreed that there is cordial relationship between their units and 

other units within the Conservation Division, a significant 35% disagreed or strongly disagreed. 

About 54% of the respondents also agreed or strongly agreed that morale in their units was 

good compared to the nearly 39% who disagreed or strongly disagreed. At the divisional level, 

47% of the respondents agreed or strongly agreed that morale within the Conservation Division 

was good while about 51% disagreed or strongly disagreed. A MANOVA test showed no 

statistically significant differences in the level of perceptions of employees about workplace 

environment on the basis of length of employee length of service. 

Perceptions about Communication Management 

Over 70% of the respondents agreed or strongly agreed that their immediate supervisor are 

approachable, and that they can speak freely to them on variety of topics while 24.1% disagreed 

or strongly disagreed. While 67.5% agreed or strongly agreed that overall, they feel that 

communications among staff members in their units are cordial while about 30% disagreed or 

strongly disagreed. About 64% of the participating employees agreed or strongly agreed that if 

they have concerns about their jobs, they are able to talk confidentially to someone other than 

their line managers as opposed to the nearly 30% who disagreed or strongly disagreed. A one

way MANOVA test revealed no significance gender differences in the levels of perceptions 

about communication management within the Board as a whole. 

Perception about General Management 

About 46% of the participants agreed or strongly agreed that their managers give them regular 

while about 65% agreed or strongly agreed that their managers give them support when they 

need. About 52% of the respondents also agreed or strongly agreed that their managers 

encourage them to use their own initiative while nearly 68% agreed or strongly agreed that their 

managers treat them fairly and with respect. About 63% disagreed or strongly disagreed that 

they felt they were victims of offensive, intimidating or hostile behaviour by their managers 

while about two-thirds also agreed or strongly agreed that, generally, their relationship with 

their line managers was cordial. About 70% agreed or strongly agreed that their line managers 

were generally approachable while about 63% also agreed or strongly agreed that their line 
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managers are people they can rely and count on. A MANOVA test show that there was no 

gender differences in perceptions about the general management of the Conservation Division. 

Perceptions about Functional Support 

Over 6o% of the respondents disagreed or strongly disagreed that they were satisfied with the 

office equipment they have while about half also disagreed or strongly disagreed that they were 

satisfied with their computer hardware and their reliability. Just about 51% disagreed or strongly 

disagreed that they were satisfied with the printing facilities available to them whereas 52% also 

disagreed or strongly disagreed that they were satisfied with the availability and performance of 

networks. A MANOVA test revealed no gender differences in perceptions about the functional 

support employees receive. 

Employee Job Satisfaction 

Nearly 57% of the respondents agreed or strongly agreed that they receive personal satisfaction 

from doing their job while about 61% agreed or strongly agreed that they feel good working for 

the NWP&TB. MANOVA tests showed no gender differences in employee satisfaction and no 

differences in general employee satisfaction on the basis of length of service. Various chi-square 

tests revealed statistically significant associations between all items describing work 

environment and Personal satisfaction from doing job. Similarly, all items describing management 

were found to be statistically associated with Persona/ satisfaction from doing job, except two. 

A binary logistic regression analysis found three of the 24 Workplace Environment and 

Management items (variables) to be the main predictors of employee personal satisfaction with 

job - 10verall, I think that the Board is a good employer', 11 believe that management is taking 

reasonable steps to involve staff in decisions which affect them at work', and 1Generally, I am 

satisfied that my line manager takes into consideration the views of staff'. 

5·4 Recommendations and Suggestions for Future Research 

On the basis of the findings and conclusions reached, the following recommendations are made 

in order to improve the perception, attitude and job satisfaction at the NWP& TB. 
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• Findings from this study should be replicated. Although many important findings were 

identified in the study, they were from one location -the Pilanesberg National Park. 

• In order to make this study more comprehensive, a larger population of employees 

should be surveyed. Generalization of the study results to the whole staff of organisation 

should be made with caution due to the limited scope of the study. 

• This study considered only one of the parastatals in the North West Province. It would, 

therefore, be beneficial for future research to consider the suggestion that the study 

should be extended to public and private organisations to enhance the consistency of 

the results. 

• It is also recommended that further studies be conducted in order to determine the 

validity of the findings in other organization as well as taking into consideration other 

constructs to measure satisfaction in order to increase the accuracy of understanding the 

drivers that could impact staff morale. 

• The HR Division, in consultation with divisional and unit heads, should conduct a 

performance appraisal analysis in order to ensure that staff members are applying their 

acquired skills satisfactorily to their jobs. It is only through performance appraisal that 

divisional and unit heads can view the results of training and development programmes. 

It is only when performance appraisals are conducted, that better feedback and 

improvement of communication that lead to a healthier attitude as well as positive 

morale. 

• The HR Division should provide a reward or a Performance Management Development 

System (PMDS) that is effective, efficient and allows for accountability. 

• Communication is vital, and the majority of the employees have stipulated that it is an 

aspect that needs to be addressed by management, particularly where the English 

language is the current medium of communication. Providing two alternative official 

languages would be advisable. As the majority of employees within the Conservation 
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Division are field based, in order to cover all employees and rapid communication of 

information, it is suggested that a SMS could be sent to employees who don't have 

access to functional support. This system would assist even when the internet is down. 

• There should be a retention strategy within the organization, to ensure adequate 

employee compensation, even if it may not be monetary but the possibility of growth 

within the organization. 

5·5 Concluding Remark 

This chapter has summarised the entire study undertaken aiming to investigate the attitude, 

perception and job satisfaction levels of staff at the North West Parks and Tourism Board in 

Pilanesberg, South Africa. The main findings, conclusions derived from the study, implications 

and recommendations and suggestions for future research have also been presented. 
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SURVEY QUESTIONNAIRE INSTRUMENT B4. Which of the following best represents your job level? 

SECTION A: DEMOGRAPHIC INFORMATION 
1 Senior Management 
2 Middle Management 

A1. Please indicate your gender. 3 Officer/Assistant Officer 

4 Administrative 

R I Male I I 
2 I Female I 

5 Other, please specify: 

A2. Please select the appropriate age group you fall in. B5. Please indicate where you are stationed (e.g. Head Office, Barbespan, etc): 

1 Under 25 years old 
2 25-29 years 

3 30-39 years SECTION C: THE WORKPLACE 
4 40-49 years 

5 50+ years PART1: GENERAL 

A3. Please indicate the ethnic group with which you closely identify. Please indicate your level of agreement with the following statements: 

1 White 
2 Indian (Asian) 

3 Coloured 

4 Black 

1 2 3 4 
Strongly Strongly 

agree Agree Disagree disagree 
(1 People that I work with in my 

unit cooperate well together I 

SECTION B: ADMINISTRATIVE INFORMATION 

C2 There is cordial relationship 
I between my unit and other units 

in the Board 

B1. Please indicate how many years you have worked for the Board. . .............. years 
(3 I feel that morale in my unit is 

good 

B2. Please indicate your current employment status. C4 I feel that morale in my division is 
good 

1 Permanent employee 
2 Contract employee 

3 Other (e.g. trainee, intern, etc) 

C5 Overall, I get satisfaction from ! 

doing my_ work 
C6 Generally, I am proud to tell 

people that I work for the North 
West Parks and Tourism Board 

B3. Please indicate the division under which your unit operates. 
C7 Overall, I think that the Board is a 

1 Office of the CEO 
2 Office of the CFO 

3 Business Development 

4 Conservation 

good employer 
C8 People that I work with treat me 

with respect 

C9 Generally, my work environment 
is free from intimidation and 

5 Marketing harassment 
6 Hotel Schools C10 Overall, the financial rewards I 
7 Human Resources receive here are quite fair 



PART 2: TEAMWORK 

Please indicate your level of agreement with the following statements: 

1 2 3 4 
Strongly Strongly 

agree Agree Disagree disagree 
(11 At North West Parks and Tourism 

Board, we work as a team 
(12 My Unit/Division works well 

together as a team 
(13 I feel I am part of the team in my 

Unit/Division 

PART3: OCCUPATIONAL HEALTH &SAFETY 

C14. An employee of the Board should strive to: 

1 Protect his or her own safety at work 
2 Obey any reasonable instructions in relation to OHS 

3 Both 1 and 2 above 

C15. In the event of a medical emergency at work, I am supposed to contact: 

1 My OHS Representative 
2 My designated first aid person 

3 My manager 

4 The OHS Committee of the Board 

Please indicate your level of agreement with the following statements: 

1 2 3 4 
Strongly Strongly 

agree Agree Disagree disagree 
(16 I believe that management of 

the Board are committed to 
ensuring occupational health and 
safety at the workplace 

(17 I know all the emergency 
assembly points in case of any 
fire outbreak in the workplace 

C18. If you could suggest ONE (1) area for improvement on OHS services currently available, 
what would that suggestion be? 

PART 4: EQUALITY OF OPPORTUNITY 

Please indicate your level of agreement with the following statements: 

1 2 3 4 
Strongly Strongly 

agree Agree Disagree disagree 
(19 Generally, I believe the Board is 

committed to equal opportunity 
in all aspects of its employment 

(20 I believe that some staff 
members are subject to 
discrimination, in one form or 
other 

(21 I am satisfied that the Board has 
put in place the necessary 
measures to prevent all forms of 
harassment by other members 
of staff 

SECTION D: COMMUNICATIONS 

PART 1: COMMUNICATION DISTRIBUTION AT THE ORGANIZATION LEVEL 

Please indicate your level of awareness with the following items: 

1 2 3 
Not so 

Yes sure No 
D1 I am fully aware of the processes involved in 

case there is crises situation in the Board 
D2 I am fully aware that only some designate 

individuals are supposed to talk to the 
media, especially during crises situations 

D3 I am fully aware of how and when to talk to 
the media regarding issues related to the 
Board, especially operational and not-so-
clear issues. 

D4 I am fully aware that organization and 
coordination of events within the Board 
must be done in collaboration with the 
Communication Division. 

os I am fully aware that my actions, and 
conduct, in and out of the workplace, 
impacts negatively or positively on the image 
and identity of the Board 
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Please indicate your level of agreement with the following statements: 

1 2 3 4 
Strongly Strongly 

agree Agree Disagree disagree 
D6 I am of the view that circulation 

of information, for instance 
executive decisions, should be 
the responsibility of 
Communications Division 

D7 I am oftheviewthattimingand 
frequency of information 
distributed by the 
Communications Division is fairly 
right 

D8 I believe that language, 
specifically English, is a barrier in 
the circulation of information by 
the Communications Division 

Dg Generally, I feel that there are 
I 

communication mechanisms in 
place which enable me to discuss 
work-related issues with my 
colleagues 

D10 Generally, I believe that the 
Board provides opportunities for 
employees to communicate their 
ideas and concerns to top 
management 

D11 Generally, I believe that 
communication within the Board 
is honest, open, and candid 

- -

D12. Which of the following channels would you prefer MOST for communications purposes 
by Communications Division? (Please tick only one) 

1 Newsletter 
2 Website 

3 Email/lntranet 

4 Notice board postings 
- --

D13. What other way(s) do you think communication within the Board can be improved? 
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PART 2: COMMUNICATIONS ASSESSMENT AT THE DIVISION/UNIT LEVEL 

Please indicate your level of agreement with the following statements: 

1 2 3 4 
Strongly Strongly 

agree Agree Disagree disagree 
D14 My immediate supervisor is 

approachable, and that I can 
speak freely to him/her on a 
variety of topics 

D15 Overall I feel that 
communications among staff 
members in my unit, line 
managers and divisional heads 
are cordial 

D16 If I have concerns about my job I 
know I am able to talk 
confidentially to someone other 
than my line manager 

SECTION E: MANAGEMENT 

PART1: MANAGEMENT AT THE ORGANIZATIONAL LEVEL 

Please indicate to what extent you agree with the following statements regarding 
organizational management: 

1 2 3 4 
Strongly Strongly 

agree Agree Disagree disagree 
E1 I believe that management is 

taking reasonable steps to 
involve staff in decisions which 
affect them at work 

E2 When necessary, management 
takes action to correct problems 
that affect employees at 
NWP&TB I 

E3 Management consistently keep 
us informed about issues at 
NWP&TB 

E4 Management are generally 
approachable 



PART 2: MANAGEMENT AT DIVISIONAL/UNIT LEVEL 

Please indicate your level of agreement with the following statements: 

1 2 3 4 
Strongly Strongly 

agree Agree Disagree disagree 
Es My manager gives me regular 

and constructive feedback on 
how I am doing my job 

E6 My manager gives me support 
when I need it 

E7 My manager encourages me to 
use my own initiative 

E8 My manager treats me fairly and 
with respect 

Eg My manager involves me in 
decision-making 

E1o I feel! am a victim of offensive, 
intimidating or hostile behaviour 
by my manager 

Please indicate your level of agreement with the following statements: 

1 2 3 4 • 

Strongly Strongly 
agree Agree Disagree disagree I 

E11 Generally, my relationship with 
I my line manager is cordial 

E12 My line manager is generally 
approachable 

E13 My line manager is someone I 
can rely and count on 

E14 Generally, I am satisfied that my 
line manager takes into 

L__ 
consideration the views of staff 

E15. If you could suggest TWO (2) areas for management improvement at the Unit/Divisional 
level, what would these suggestions be? 

i. ············································································································· 

ii. ·············································································································· 
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SECTION F: OVERALL SATISFACTION 

Below is a list of statements about your working conditions. Please indicate to what extent 
they apply. 

1 2 3 4 
Strongly Strongly 

agree Agree Disagree disagree 
F1 I am satisfied with the office 

equipmentthatlhave 
F2 I am satisfied with my computer 

hardware and its reliability 
F3 I am satisfied with the printing 

facilities available to me 
F4 I am satisfied with the availability -

and performance of networks 
and servers 

Fs I believe my salary is competitive 
compared to the salary of people 
in similar positions receive at 
other companies/organizations 

F6 I receive personal satisfaction 
from doing my work 

F7 I feel good about working in my 
Unit/Division 

SECTION G: OPEN-ENDED ITEMS 

G1. What ONE (1) thing do you like most about working for North West Parks and Tourism 
Board? 

G2. What ONE (1) thing do you like least about working for the North West Parks and 
Tourism Board? 

G4. If you could suggest ONE (1) area for improvement at the North West Parks and Tourism 
Board, what would that suggestion be? 


