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ABSTRACT 

Studies on job satisfaction, organizational commitment and turnover intentions in Ghana have 

not investigated the possible influence of informal groups on these organizational outcomes. The 

study compared organizational commitment, job satisfaction and turnover intentions among 

employees in informal groups and those who were not in any informal group. Job satisfaction, 

organizational commitment and groups (employees in informal groups and those who were not 

in any informal group) were hypothesized to predict turnover intentions. Two hundred full time 

employees were sampled from 6 organizations. A survey research design using four standardized 

instruments was used to collect data for this study. Findings from the study indicated that 

employees in informal groups reported higher job satisfaction and lower organizational 

commitment than employees who were not in any informal group. There was no statistical 

significant difference between the two groups of employees on turnover intentions. It is in the 

best interest of organizations to identify informal groups in the organization and their possible 

influence on work attitudes. 

Keywords: organizational commitment, job satisfaction, turnover intentions, informal groups 
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CHAPTER ONE 

INTRODUCTION 

1.1 Background to the study 

     Most organizations have the tendency to make the best usage of employed personnel in order 

to increase organizational performance and sustainability. Managers and human resource 

managers hope to boost job satisfaction, organizational commitment and reduce turnover 

intentions. The positive effect of job satisfaction, organizational commitment and reduced 

turnover intentions on the organization’s performance has been recognized worldwide (Xu & 

Zhao, 2008). Every organization has ambitions to achieve its organizational goals, aims and 

objectives. In order to accomplish these aims and goals, employees with recognized skills and 

knowledge may be formally grouped within the organization to provide possible solutions, 

result-oriented ways and remedies to achieve set goals and aims (Raef, 1990). Raef (1990) 

further explains that these formal groups are well-defined and structured and all orders and 

instructions are addressed formally. Morgan (2018) explained that a formal group is formed 

when the organization puts people together to accomplish specific goals and objectives. This 

official group has particular structures and roles where responsibilities of members of the group 

are defined.  

       On the other hand, groups that are not formed by an organization are termed as informal 

groups. Owusu-Boateng, Attoh and Acheampong (2016) described informal groups as groups 

formed spontaneously in the organization. The basis of the group is built on common interest and 

University of Ghana http://ugspace.ug.edu.gh



2 
 

friendship without a formal structure or management control. Informal groups are characterized 

by spontaneity, social interaction, friendships, common interests, group norms etc. (Raef, 1990). 

Examples of informal groups in the organization are employees who always have lunch together, 

two or more employees who hang out together during and after working hours.  

      Both formal and informal groups exist in any organization (Xu & Zhao, 2008). Robbins and 

Judge (2010) described the types of groups in the organization. These dissimilar group types 

within the organization are formal and informal groups. Robbins and Judge (2010) defined 

formal groups as two or more individuals created by the organization’s structure and have 

designated work assignments and rooted tasks. The behaviour of such groups is directed toward 

achieving organizational goals. This group can further be classified into two sub groups. They 

are the Command/Control group and Task group (Robbins & Judge, 2010).  

     Command/Control group comprises of managers or supervisors and subordinates, who meet 

frequently to discuss general and specific ideas to improve product or service. This group is 

specified by the organization’s structure. In business organizations, most employees work in 

such command groups. This group is composed of individuals who report or give an account 

directly to a given manager. An example of a command group is an academic department 

chairman or the head of department and the faculty members in that department. 

      A Task group is also organizationally determined. The organization appoints group members 

and assigns the goals and tasks to be accomplished. It is a temporary group representing the 

employees who are working together to complete a job task or particular project. A typical 

example is a group assigned to a particular project, the project may include the task of 

developing a new product or improving an existing product for the organization. 
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       According to Greenberg and Baron (2003), as a result of common interests shared among 

individual employees, informal groups are likely to be formed in an organization. Robbins and 

Judge (2011) classified this group into two sub groups. They are the Interest group and 

Friendship group. An Interest Group is a group formed by people who have interest in the same 

or similar subjects or have a common interest (Mehmet, Murat, Mustafa, & Deniz, 2015). 

Interest groups usually continue over time and may last longer than general informal groups 

(McMillan, 2018). Members of interest groups may not necessarily be in the same department in 

the organization but they are bound together by some other common interest. The goals and 

objectives of interest groups are specific to each group and may not be related to organizational 

goals and objectives. For example, colleagues who are interested in football, they meet up after 

work hours to watch and discuss football. Robbins and Judge (2011) articulated that members of 

interest groups also work together to attain a specific objective, such as raising funds for a 

common cause or organize a clean-up exercise. Mehmet et al. (2015) defined friendship groups 

as groups which are formed by the individual employees who become close to each other. 

Members enjoy each other's company and often meet after work to participate in social activities. 

For example, a group of employees who form a friendship group may have an exercise group, a 

tennis team, or get together once a month to cook, share a meal and just talk.  

      The extent to which informal groups matter depends on its development of certain “rules” 

and “roles” in the group which may exert an influential and motivational impact on work 

performance, job satisfaction, organizational commitment and turnover intentions in the 

organization (Xu & Zhao, 2008). These “rules” and “roles” can satisfy certain emotional, social 

and psychological needs of its members that formal groups may fail to offer; or alternatively, 

they can moderate undesirable outcomes caused by formal groups (Raef, 1990).  
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  Informal groups are formed for various reasons. Some of the reasons include need satisfaction, 

proximity, goals and economics (Gibson, Ivancevich & Donnelly, 1985). The desire for need 

satisfaction can be a strong motivating force which can lead to group formation. Affiliation with 

a group can satisfy certain security, social, self-esteem and self-actualization needs. Without the 

group to lean on when various management demands are made, certain employees may assume 

or feel that they are standing alone facing management. This ‘aloneness’ leads to a degree of 

insecurity (Gibson, Ivancevich & Donnelly, 1985). 

      Informal groups help ease management workload and act as a safety valve and fill the gap of 

managerial abilities (Owusu-Boateng, Attoh & Acheampong, 2016). For instance, if a manager is 

weak in succession planning and organizational analysis, a subordinate may informally lend a 

hand in preparing reports and assist the manager by either suggestions or direct involvement. 

This eventually will result in effective performance of tasks. This boosts entrustment, delegation, 

transference and greater worker support of the manager, which suggests a possible progress or 

enhancement in performance and overall organizational productivity (Sarkwa, 2011). The 

informal groups also offer a means for relieving emotional and psychological pressures (such as 

frustration, tension, and emotional problems) with management and other employees by allowing 

a person to discuss these pressures among friends openly and truthfully (Draper, 2006). 

Employees who through informal groups get rid of these emotional and psychological pressures 

have free minds to imagine and generate new ideas, concentrate and approach their duties with 

clear unambiguous thoughts and therefore perform better (Draper, 2006). 

        In Ghana, according to Owusu-Boateng, Attoh and Acheampong (2016) informal groups in 

the banking sector are very supportive and boost employee performance. In addition, informal 

groups create an avenue for employees to clear their frustrations and dissatisfactions. They also 
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help employees position themselves tactically to executive given tasks well and lighten 

workloads. Informal groups in its supportive nature assists employees to free their minds, 

imagine and generate new ideas to perform better. Finally, they act as checks and balance on 

management’s use of control and authority (Owusu-Boateng, Attoh & Acheampong, 2016)   

      Mullins (2010) emphasizes that informal groups are very influential social networks which 

are fashioned in response to and through activities of their members. Mullins (2010) further 

expresses that managers and supervisors frequently encounter problems due to failure to identify 

that within every organization there are often informal group pressures that influence and 

regulate individual behaviour. Informal groups convey an unspoken or implied code of ethics or 

objectionable set of standards forming acceptable behaviours for a group of employees (Mullins, 

2010). According to Hellriegel and Slocam (2007), some managers view informal groups as a 

possible cause of anti-establishment power, and as a result, members of informal groups hold 

back information when the group does not agree with organizational goals or pressurize 

employees to slow down production. Anderson et al. (2006) observes that some informal groups 

within the organization enforce the belief that high productivity will work against the interest of 

workers. Bennet (1991) also argues that if the aims of the group do not correspond to the 

objectives of its management, informal groups can cause problems on performance. 

     Research has shown that people pay attention to several factors of their work environment 

which influences their work attitudes (Jex & Liu, 2015). Some of these factors include 

characteristics of the job, relationships with colleagues and managers, organizational justice and 

level of stress (Yin-Fah, Foon, Chee-Leong & Osman, 2010). Work attitudes as defined by Jex 

and Lui (2015) are a variety of feelings that employees have toward different aspects of their 

jobs or work lives. These feelings about one’s job has the tendency to influence an employee’s 
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performance, turnover intentions, among others. At work, two work attitudes have the likelihood 

of influencing an employee’s intention to leave the organization: these are job satisfaction and 

organizational commitment. 

      Various factors can have an influence on an employee’s job satisfaction, organizational 

commitment and turnover intentions. Identifying and getting understanding of such factors can 

have important implications for employers in terms of their decisions on organizational incentive 

and motivational mechanisms. Yin-Fah et al. (2010) stated that job satisfaction has been known 

as a significant factor in the working lives for all work-related groups and employees who are 

satisfied with their jobs are more likely to be committed to their organizations and decrease the 

intention of leaving the job. 

      Robert, Young and Kelly (2011) postulated that job satisfaction is one of the most frequently 

studied variables in organizational study because managers want to gain knowledge on how to 

avoid employee turnover and reward their best workers. Researchers have intensively studied the 

nature and cause of being satisfied with a job and its positive influence on organizational 

performance and productivity has been properly recognized (Locke, 1976). Organizations also 

employ professionals and consulting firms to assess their employees on job satisfaction.  There 

may be a plethora of reasons behind the trend, including the desire to decrease absenteeism and 

turnover or to increase the well-being of their employees (Vance, 2006).  Research has 

discovered several factors that influence job satisfaction.  

       Judge and Church (2000) posit that feedback and autonomy affect job satisfaction. Barber, 

Dunham and Formisano (1992) also discovered a positive relationship between compensation 

and job satisfaction. Roznowski and Hulin (1992) argue that, even though evaluation of 
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cognitive and physical skill is the most important data that an enterprise can have about 

applicants prior to recruitment, assessment of job satisfaction is similarly essential after hiring 

the applicant. This is because job satisfaction has been recognized to influence variables, such as 

employee attendance at work, intention to leave an organization, decisions to retire, 

organizational citizenship behaviour among others. Due to the acceptance of job satisfaction 

within the field of industrial and organizational psychology (Spector, 1997), numerous 

researchers and practitioners have provided their individual definitions of what job satisfaction 

is. Spector (1997) described job satisfaction as a collection of feelings toward a job.  He 

expressed that satisfaction is multidimensional. Some of the common aspects of measurement 

include “appreciation, communication, co-workers, fringe benefits, job conditions, nature of 

work itself, organization itself, organizational policies and procedures, pay, personal growth, 

promotion opportunities, recognition, security, supervision” (Spector, 1997, p. 3).   

      According to Xu and Zhao (2008), job satisfaction refers to a set of attitudes that workers 

have about their jobs. It also includes thought- provoking work, acceptable compensation, job 

opportunities and friendly or supportive colleagues, especially positive moods and emotions (Xu 

& Zhao, 2008). Nonetheless, two workers may communicate equal level of job satisfaction but 

reasons may differ (Xu & Zhao, 2008). 

       Turnover intention is considered to be a conscious and thoughtful willfulness to leave the 

organization (Tett & Meyer, 1993). Turnover intention can also be defined as intentions or 

thoughts about leaving a job (Simon, Müller & Hasselhorn, 2010). Turnover intentions have 

often been linked with turnover and have been researched for a long time among organizational 

scholars (Hinshaw & Atwood, 1984).  Turnover intention is the behavioural disposition of 

employees to attempt to leave their work organization, which may lead to actual turnover (Chen 
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et al., 2013). Research has pointed to turnover intention as the key precursor to a person’s action 

of organizational withdrawal. Actual turnover has in this vein been postulated to have the ability 

to cause lower standards in the organization and can be costly in terms of replacing the 

employee. It may also create a negative atmosphere at the workplace, employees remaining 

maybe pressured and that can lead to turnover intentions and more turnovers (Borda & Norman, 

1997).  

       There are various factors that can influence thoughts of leaving a job or profession.  

Guðlaugsdóttir (2016) discovered that job satisfaction, positive attitude and mentality, training 

and salary all had a relationship to turnover intention. Saraih et al. (2016) also discovered in their 

research that organizational commitment was negatively associated with academician’s turnover 

intention. Other factors that can influence turnover intentions as outlined by Du-Plooy and Roodt 

are burnout, organizational citizenship behaviour, work engagement and work alienation. Work 

engagement and organizational citizenship behaviour were significantly negatively related to 

turnover intentions. This means that employees who had high levels of work engagement 

(energetic, positive behaviour and dedicated to their work) and high levels of organizational 

citizenship behaviour (employees who exhibited voluntary actions and behaviours which are not 

part of the job) were less likely to have conscious thoughts of leaving the organization. Burnout 

and work alienation were significantly positively related to turnover intentions. This also 

indicates that the more an employee feels alienated from him/herself and others and experiences 

increased levels of burnout, this employee is more likely to have conscious thoughts of leaving 

the organization. 

         The concept of organizational commitment was introduced by Becker in 1960. He 

emphasized that organizational commitment can be used to predict employees’ performance, 
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absence, turnover, and organizational efficiency (Ferris & Aranya, 1983). Organizational 

commitment as defined by Saraih et al. (2016) is an attempt by an employee to get involved in 

the organization and has no desire to leave. Kreitner and Kinicki (2012) divided organizational 

commitment into three components; affective commitment, continuance commitment and 

normative commitment.  

        According to them, employees who stay with a particular organization out of love or 

affection are displaying affective commitment. They further explained affective commitment as 

an emotionally based psychological state. Affective commitment could be the result of positive 

past work-related behaviours (Meyer et al., 2002) and is the preferred form of commitment for 

companies.  

     Continuance commitment, as stated by Meyer et al. (2002), refers to a person’s decision to 

stay with an organization. This decision is dependent on the cost associated with leaving the 

organization. The main precursors of continuance commitment are an apparent absence of 

options or an inability to transfer skills and education to another organization. As mentioned by 

McMahon (2007), employees who exhibit continuance commitment can potentially sully the 

work group. The third type of organizational commitment model is called normative 

commitment. This happens when a worker feels a sense of obligation and responsibility towards 

an organization and the worker feels that being committed to that particular organization is the 

right and appropriate thing to do (Meyer et al., 2002). The feeling of indebtedness is an example 

of normative commitment (Saraih et al., 2016). Normative commitment can be developed when 

an organization offers special treatment such as advance payments, paying for child tuition and 

special needs and training for employees (Meyer et al., 2002). Thus, employees tend to develop 

the sense that they ought to stay with the organization.  
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      Most organizations want to make the best usage of employed personnel in order to increase 

organizational performance and sustainability. Industrial/Organizational Psychologists and 

Human Resource Managers want to achieve this goal by boosting job satisfaction, organizational 

commitment and reduce turnover intentions and also encourage employees to work well 

together. In the process of working together to achieve these goals, informal groups are 

spontaneously formed. Mullins (2010) explains that informal groups are very powerful social 

networks which are constructed in response to and through actions of their members. It is 

therefore important to understand if informal groups have an influence on these organizational 

outcomes. 

1.2 Problem Statement 

      Informal groups exist in every organization categorized by individuals as this is the 

interlocking structure that governs and impacts how individuals interact at the work place to get 

the goals and the objectives of the organization accomplished (Nkala & Barbara, 2013). Cross 

and Parker (2004), posit that most managers have little to no knowledge and understanding of 

how their employees actually relate with each other to get work done.  According to Sorge and 

Warner (1997), informal groups can exercise desirable and undesirable control over individual 

members.  

     Employees who are members of informal groups are able to rely on their groups to deal with 

issues, release feelings, social support and help each other with work (Xu & Zhao, 2008). Sorge 

and Warner (1997), argue that informal groups might put pressure on its members to conform to 

its standard of behaviour by manipulating rewards and punishments. Also, Conway (2002) 

observed that informal groups can ostracize certain members or give them the silent treatment for 
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not following group standards of acceptable behaviour and this treatment may threaten an 

employee’s social, safety and esteem needs, which may lead to low job commitment and 

satisfaction.  

      Mullins (2010) explains that informal groups are very powerful social networks which are 

constructed in response to and through actions of their members. Mullins (2010) further 

expresses that managers and supervisors frequently face problems due to failure to identify that 

within every organization there are often informal group pressures that influence and regulate 

employee performance, commitment, among others. Owusu-Boateng, Attoh and Acheampong 

(2016) described informal groups in the banking sector in Ghana as being helpful and supportive. 

They also discovered in their study that managers failed to recognize that there are informal 

group pressures within every organization which are likely to influence and determine 

employees’ work behaviour. 

        In view of this, it is important to study the work attitudes of employees in informal groups 

in the organization because employees in informal groups have been shown to be influenced by 

the rules, norms and culture of that group. Friendship at the workplace has shown to offer many 

benefits to the individual, such as, support, energy, trust, security and growth (Reohr, 1991; 

Riordan & Griffeth, 1995), which in turn can influence work related attitudes and behaviours. 

Report prepared by the Financial Stability Department of the Bank of Ghana stated that in 2018, 

more than 2,170 cases of fraud were reported out of which 1,239 cases were committed by 

banks’ staff (informal groups) in the form of suppressing cash or deposits from customers 

(graphic.com.gh, September 2, 2019). This is a huge concern for managers and employers. The 

questions to ask are, is group influence negative or positive at the workplace in regards to work 

outcomes? Should informal group formation be encouraged? This study seeks to answer these 
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pertinent questions. Studies on informal groups (Riordan & Griffeth, 1995; Sheldon, 1971; Xu & 

Zhao, 2008) have been conducted in developed countries like China and United States of 

America, however, in Ghana, not much has been done in that area. It is relevant to conduct this 

study in Ghana because although there are many similarities among cultures, there also exist a 

variety of differences between cultures that exist across human societies. Adams and Plaut 

(2003), proposed that friendship is not a universal form; instead it takes different forms in 

different cultural worlds. In their study, even though they considered Americans as 

individualistic and Ghanaians as collectivist, American participants were significantly more 

likely than Ghanaian participants to indicate a large friendship network and to emphasize 

emotional support. This research seeks to investigate job satisfaction, organizational commitment 

and turnover intentions of informal groups in the organization. 

1.3 Aim and Objectives of the study 

Aim 

The aim of this study is to investigate job satisfaction, organizational commitment and turnover 

intentions of employees in informal groups. 

Objectives 

 To assess the levels of turnover intentions between employees in informal 

groups and employees in aloneness groups 

 To examine job satisfaction of employees in informal groups as compared to 

employees in aloneness groups 

 To analyze organizational commitment of employees in informal groups as 

compared to employees in aloneness groups 
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 To determine if groups, job satisfaction and organizational commitment will predict 

turnover intentions among employees 

1.4 Significance of the study 

     This study sought to investigate job satisfaction, organizational commitment and turnover 

intentions of employees in informal groups.  It is important for management to examine these 

work attitudes of employees in informal groups to help them monitor performance in the 

organization. Good performance of employees helps the organization attain its goals and 

improves productivity.   

      In addition, this study will help employers, management and other stakeholders to be aware 

of the existence of informal groups in the organizations and its influence on organizational 

commitment, job satisfaction and turnover intentions. Also, findings will help 

Industrial/Organizational Psychologists, Human resource managers and supervisors improve on 

human resource management policies and team and group formation.  

      Finally, this study helps address the issue of paucity of research when it comes to informal 

groups in the Ghanaian context. It will also serve as a basis for further studies on job satisfaction, 

organizational commitment and turnover intentions of employees in informal groups. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.0 Introduction 

This chapter looks at the theoretical framework guiding this study and further delves into review 

of related studies. The rationale of the study, stated hypotheses and operational definitions used 

are also given in this section 

2.1 Theoretical framework 

These theories were used as the underlying theories guiding this research. They are: group think 

and social identity theory plus conceptual notes on job satisfaction, intermediate linkage model, 

organizational commitment, informal groups and aloneness groups 

2.1.1 Groupthink (Janis, 1972) 

      The importance of informal groups in the workplace has been identified by scholars most of 

the last century (Morrison, 2005). Informal groups and informal relations at the workplace was 

brought to light by Elton Mayo (1945). He wrote a management book centered on the social 

needs of employees. Mayo (1945) contended that the extent to which employees received social 

satisfaction from coworkers they form friendships with was the most influential impact on 

productivity, this strengthens the role of emotional factors in determining employee behaviour.   

      Groupthink theory has continued relevance to organizations because of the organizational 

trend toward self-managing work teams (Moorhead, Neck & West, 1998). The concept of 

groupthink is explained when members in a group reach a peak of shared illusions observed in 

cohesive groups and friendship cliques. Groupthink is a term first used in 1972 by a social 
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psychologist named Irving L. Janis. He explained groupthink as a psychological phenomenon in 

which members in a group strive for consensus within a group. In many cases, group members 

will set aside their own individual beliefs and embrace the opinion of the rest of the group. For 

more years, Janis’s (1972) groupthink was offered as a theoretical description for faulty decision 

making (Henningsen, Henningsen, Eden & Cruz, 2006). This concept captured the minds of the 

media and press, providing coherent explanations for some of the fiascoes in major decision in 

history, such as the Bay of Pigs decision, Watergate, the Viet Nam War escalation decision, 

Pearl Harbor, and so forth (Turner & Pratkanis, 1998). Janis (1972, 1982) argued that groupthink 

leads to an inability to arrive at a high quality or good decision. Fuller and Aldag (1998) also 

added that bad group decisions have become almost synonymous with the concept of groupthink.     

      However, counter to Janis and Mann’s (1977) conceptual model, Janis (1989) again proposed 

that if the leader advocates a good decision, even in the face of group think, the group will arrive 

at a good decision. Janis’s (1972) concept of groupthink has been a widely popular theory since 

its introduction (Henningsen et al., 2006). The impacts of groupthink are expansive and it very 

well may be found in a differed number of fields ranging from political science, social 

psychology and counseling to organizational studies, management studies, organizational 

behaviour and everything in between. This phenomenon can influence each of these fields, 

which is why it is integral to identify such behaviour and is also the first step to finding a 

solution to problems caused by groups.  

      Janis (1977) conceptualized the theory as a five-step causal model, which included, 

antecedents of groupthink, concurrence seeking, symptoms of groupthink, decision-making 

defects, and poor decision outcomes (Janis & Mann, 1977).  Janis (1972, 1982) explained 

antecedents as a number of conditions outlined that represented the antecedents of groupthink.       
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       These antecedents or conditions outlined included structural defects, provocative situational 

context and high levels of cohesiveness. Structural defects are represented as insulation, that is, 

members of the group are guarded from outside opinions and views. Lack of leader impartiality; 

group leaders push their ideas and opinions unto their teammates. Lack of procedural norms; 

there is no proper procedure used by group members to validate group decisions since decision 

making is highly opinion based. Member homogeneity was explained by Janis (1972) as 

members with similar social backgrounds tend to share the same views, opinions and ideals on a 

certain subject matter, leaving no room for varied opinions. 

       Provocative situational contexts include low group efficacy and high stress. The fear of 

being rejected, ostracized, being removed from the group, and being stereotyped causes stress in 

the members, leading to conformity. High levels of cohesiveness occurs when people assign 

more value to group unity than individual expression and opinions (Janis, 1972). 

       According to Janis, of these antecedents, cohesiveness was more important than the other 

factors (Janis & Mann, 1977). In Janis’s (1972) words, “I use the term ‘groupthink’ as a quick 

and easy way to refer to a mode of thinking that people engage in when they are deeply involved 

in a cohesive in-group” (p. 9). In his 1982 account, Janis referred to cohesiveness as the greatest 

single hazard that can cause groupthink to occur. Despite his assertions about the importance of 

high levels of cohesiveness, Janis (1982) argued that groupthink cannot occur if any or all of the 

antecedents were not present. Thus, all antecedents were portrayed as important.   

        The groupthink theory has had its fair share of criticisms. Baron (2005) stated that after 

many years of investigations, the theory lacks experimental validation. Baron (2005) explained 

that experimental results for groupthink are limited and at best gives mixed results. Other 
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researchers have suggested model adjustments. Whyte (1998) and Baron (2005) suggested that 

the antecedent cohesion be replaced with efficacy. Turner and Pratkanis (1998) also proposed an 

incorporation of a social identity model. 

2.1.2 Social Identity Theory (Tajfel, 1979)  

        Tajfel (1979) proposed that the groups which people belonged to were an important source 

of social identity. The social identity theory describes how group members perceive themselves 

as having distinct characteristics which are similar to others in the group. Organizational 

identification has been recognized as a critical construct on organizational behaviour, affecting 

both the satisfaction of the employee and the effectiveness of the organization (Ashforth & Mael, 

1989). Tajfel and Turner (1979) propose three mental processes that individuals use to evaluate 

themselves and others. The first is social categorization. Individuals categorize themselves and 

others in order to understand their social environment. Examples of such categorizations include 

gender, age, status, race, religion among others. People identify with others who share similar 

characteristics with them. By doing this they find out things about themselves and define 

appropriate behaviour by reference to the norms of the group they belong to. 

       The second process is social identification. Individuals compare themselves to others in their 

society by perceiving themselves as being members of a certain group. The group identity is 

adopted by its members. Members begin to act in the ways and beliefs of the group, they also 

conform to the norms and rules of the group. However, according to Ashforth and Mael (1989) 

even though members of a group associate themselves with the beliefs and values of the given 

group, it does not necessarily mean they accept the beliefs and values of the group. In an 

organizational setting, social identification occurs when employees adopt the identification of the 
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organization (Ashforth & Mael, 1989). Other identifications could be from work groups, unions, 

lunch group, department, interest groups and so on. An individual may define himself in terms of 

the organization he works for and yet disagree with the principal values, rules and culture of that 

organization. According to Ashforth and Mael (1989), social identification with an organization 

enhances an employee’s support for the organization, commitment, self-esteem and prestige. 

    The final stage is the social comparison stage. Once an individual has categorized himself as 

part of a group and has identified with that group, he then tends to compare that group with other 

groups. McLeod (2019) argued that for self-esteem to be maintained, groups need to compare 

favourably with other groups. Once two groups identity themselves as competition, they are 

forced to compete in order for members to maintain their self-esteem. This competition between 

groups is not only a matter of striving for resources and self-esteem but also the result of 

competing identities (McLeod, 2019).  

      Social identity theory describes how individuals obtain some sense of identity from the 

groups that they perceive that they belong to. Group member actively attempt to maintain and 

enhance their evaluations of the group and its actions (Ashforth & Mael, 1989). In an 

organizational setting, social identity theory suggests that a group can change a group member’s 

behaviour, if it can modify the member’s self-identity that he derives from the knowledge of and 

emotional attachment to the group (Tajfel & Turner, 1979).  

2.1.3 Job Satisfaction (Spector, 1997) 

      There is a plethora of research and differing viewpoints on job satisfaction. According to 

Janssen and Yperen (2004), there are important and recurring questions in organizational 

psychology which determine employees performing well in their jobs and being satisfied with 
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their jobs. Spector (1997) described job satisfaction as a collection of feelings toward a job.  He 

measured satisfaction based on nine facets: pay, promotion, supervision, benefits, contingent 

rewards, operating procedures, coworkers, nature of work, and communication (Spector, 1997).  

Some of the common features under the nine facets include appreciation, communication, fringe 

benefits, job conditions, organization itself, organizational policies and procedures, personal 

growth, promotion opportunities, recognition and security (Spector, 1997).   

       From a business perspective, employees’ job satisfaction can affect organizational goals 

(Haas, 2015).  As a result, human resources managers and industrial/organizational psychologists 

study job satisfaction.  According to Henne and Locke (1985), employees want fairness in regard 

to pay, to make enough money to cover expenditures, clarity on job descriptions and promotion 

availability.  They also want to work in a suitable and nontoxic environment (Henne & Locke, 

1985).  Henne and Locke (1985) noted that employees can increase their satisfaction by 

changing the way that they think about the job.  It is possible that an employee has misjudged a 

situation such as a disagreement with a colleague or manager, and it affected their satisfaction 

towards their job.  An employee would also be able to change job values for a situation, which 

might lead to an increase in job satisfaction. 

       Literature on job satisfaction is usually referred to as an emotional affective response to 

specific aspects of a job or the job itself (Locke, 1976). Smith, Kendall and Hulin (1969) 

postulated that job satisfaction with various aspects of a job is derived from comparing an 

individual's focus with the existing job characteristic which is as a result of a cognitive process. 

Locke (1976) outlined three major approaches to the causes of job attitudes. These approaches 

can be derived from differences between the person’s expectation of the job and what the job 

offers, from the extent to which the existing job fulfills individual needs and from the degree to 
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which individual values (desires, wants) are satisfied (Locke, 1976). Locke (1976) further states 

that job attitudes arise from an interaction of certain aspects of the job which should lead to 

satisfaction of particular job aspects. For example, level of pay should be related to satisfaction 

with pay, job description or expectation should be related to satisfaction with the job itself. The 

attitudinal nature of satisfaction implies that an individual would tend to approach (or stay with) 

a satisfying job and avoid (or quit) a dissatisfying job (Spector, 1985). Consequences of low 

satisfaction include withdrawal behaviour, turnover and absenteeism and withdrawal intentions 

(Horn, Katerberg & Hulin, 1979). Benefits of high satisfaction as outlined by Levy (2003) 

include better performance, reduction in withdrawal, reduced turnover and turnover intentions 

and counterproductive behaviours.  

       The antecedents of job satisfaction that are of primary interest in this study are the social 

factors. The informal relationship that employees form with their coworkers and supervisors 

seem to be important contributing factors to whether employees are satisfied with their jobs 

(Levy, 2003). Mayo (1945) argued that the key determinant of job satisfaction was group 

interaction and emphasized on the significance of good headship and sustaining personal 

relations at the workplace.  

2.1.4 Intermediate Linkage Model (Mobley, 1977) 

      Mobley’s (1977) demonstrates how complex the decision for an employee to leave the 

organization truly is. He introduced the model to explain the process by which an employee 

decides to leave the organization. The model process starts with an employee’s evaluation of 

their existing job. The next step is an emotional state; employees evaluate whether they are 

satisfied or dissatisfied with the job. If the employee is dissatisfied with the job, the next process 
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occurs: thoughts of quitting. Thoughts of quitting leads to an evaluation for the expected utility 

of searching for another job and the cost of quitting. If perceived possibility of finding a 

comparable job is quite high and the cost of quitting is not much, an employee will proceed to 

the next step. The employee follows with intentions of searching for alternative jobs. Intentions 

for searching leads to actual searching for alternative jobs. Once alternatives are existent and 

favourable, an evaluation of these alternatives are made and the best one among them is selected.     

       Afterwards, the employee compares the best alternative with the existing job. If the 

comparison favours the alternative, intention to quit will be stimulated. Followed by the last step 

which is actual turnover. According to Mobley (1977), job satisfaction was a major contributor 

of the model. Job satisfaction was most directly related to withdrawal cognitions associated with 

the decision to leave and only indirectly related to actual turnover process (Mobley, 1977). 

However, the model failed to outline the determinants of job satisfaction and dissatisfaction.  

       The aspect of organizational functioning that can be affected by informal groups particularly 

in the workplace is turnover and turnover intentions (Morrison, 2005). The relationship between 

an organization and its employees is both critical and fragile. In many ways, it is an exchange 

relationship in which both parties bring to the table something the other wants or needs. The 

intention to leave an organization is caused by many factors, such as organizational culture, 

employability, labour market conditions, relational satisfaction, which would in turn affect 

whether an employee intends to stay with or leave the organization (Akgün & Lynn, 2002; Allen 

& Meyer, 1997; Carmeli & Gefen, 2005).  

        As high-performing employees’ voluntary turnover is especially detrimental to 

organizational performance (Kwon & Rupp, 2013), it is crucial to identify and understand 
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possible causes that predict employee turnover intention. Turnover intentions, that is, intentions 

to stay or leave the organization is an important criterion for organizational development. 

Fishbein and Ajzen’s (1975) described turnover intention as an individual’s behavioural 

intention or conation in the framework of planned behaviour, to leave the organization. Chen et 

al. (2013) also defined turnover intention as a behavioural tendency of employees to attempt to 

leave their work organization, which may lead to actual turnover. Much research points to 

turnover intention as the main antecedent to a person’s act of turnover (Chen et al., 2013).  

2.1.5 Organizational Commitment (Allen & Meyer, 1997) 

          The model of organizational commitment has been of interest to many researchers 

studying organizational behaviour. Dozens of studies addressing organizational commitment 

have been published in the major organizational behaviour journals (Mathieu & Zajac, 1990). 

Much of this interest is due to the idea that organizational commitment is an important part of an 

employee’s psychological state because employees who experience high organizational 

commitment are theorized to engage in many behaviours, such as citizenship activities and high 

job performance, that are believed to be beneficial to the organization (Jaros, 1997).   

        Allen and Meyer (1997) identified three components of commitment. These were affective, 

normative commitment and continuance commitment. Continuance commitment is the intent to 

remain with the organization, usually through an evaluation of the perceived costs of leaving the 

organization (Becker, 1960). Continuance commitment is sometimes referred to as "sunk-costs" 

commitment because it is a function of what an employee has sunk into the organization (Levy, 

2003). Normative commitment, on the other hand reflects a perceived obligation to remain in the 

organization. As Meyer and AlIen (1997) put it, an individual with strong affective commitment 
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stays with an organization because he or she wants to do so, an individual with strong 

continuance commitment stays with an organization because he or she needs to do so, while 

individuals with strong normative commitment stay with an organization because they feel they 

ought to do so. 

        Mathieu and Zajac (1990) performed a large meta-analysis of the commitment literature and 

identified the antecedents, correlates and consequences of commitment. They identified personal 

characteristics of the employee as being antecedent to commitment; these include the attitudes, 

beliefs and skills of individuals in the organization. Other antecedents identified were job 

characteristics, group and leader relations, co-worker relations and organizational characteristics.     

      A further antecedent of organizational commitment is the existence of organizational 

mechanisms such as reward systems and socialization; these mechanisms lead to affective 

commitment by communicating to employees that the organization is both supportive of them 

and fair to them (Levy, 2003; Meyer & AlIen, 1997). In addition, research has shown that 

commitment has been positively related to other individual and job characteristics and work 

experiences such as age (Mathieu & Zajac, 1990), length of service in a particular organization 

(Luthans, McCaul & Dodd, 1985), marital status (Janis, 1989), task autonomy (Dunham, Grube 

& Castaneda, 1994), feedback (Hutchison & Garstka, 1996), job challenge (Meyer, Irving & 

Allen, 1998), job security (Yousef, 1998), promotion opportunities (Gaertner & Nollen, 1989), 

training and mentoring opportunities (Scandura, 1997), and supportive and considerate 

leadership (DeCottis & Summers, 1987). Finally, research studies have revealed that 

commitment is influenced by employee’s perceptions of their social and personal development in 

the organization (McFarlin & Sweeny, 1992). 
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       The concept of organizational commitment has been defined in various ways in the past, 

depending on the background of the scholars (Yousef, 2003). Steers (1977) and Levy (2003) 

define it as identification with and involvement in an organization. Sheldon (1971) states that 

organizational commitment is an attitude or an orientation towards the organization which links 

or attaches the identity of the person to the organization. Porter (1974) defined it as a strong 

belief in and acceptance of the organizational goals and values, a willingness to exert effort on 

behalf of the organization and a desire to remain in the organization.  

      Benefits of organizational commitment include a reduction in withdrawal behaviours such as 

absenteeism (Levy, 2003; Mathieu & Zajac, 1990) and intention to leave. In addition, Levy 

(2003) suggests that commitment will result in a reduction of counterproductive behaviours such 

as theft and sabotage. Other benefits of commitment include improved performance, although, 

because of the complexity of performance, the relationship between performance and 

commitment is not strong (Levy, 2003).  

2.1.6 Informal groups 

         Informal groups are natural groupings of people in the work situation in response to social, 

psychological and personal needs (Gidson et al., 1985). These needs include security, attraction, 

association, proximity, goals, esteem, self-actualization, economics etc. (Gidson et al., 1985). 

Informal groups consist of members who share a common interest and goals or have formed a 

friendship with their coworkers (Robbin & Judge, 2010). Some informal groups can be 

supportive, helpful and productive to members and the whole organization (Owusu-Boateng, 

Attoh & Acheampong, 2016). On the other hand, other informal groups can become 

troublesome, distracting and influential to group members and also to the overall formal 
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organization (Nkala & Barbara, 2013). Individuals tend to seek connections with others they can 

relate with. Informal groups form because individual coworkers have a connection with other 

coworkers. Informal groups form as a result of similar lifestyles (Fisher, 2018). For example, an 

informal group might be formed when coworkers discover that they live in the same 

neighbourhood or share a passion for football. Having such connections makes it possible for 

employees to get informal advice and assistance when they are having difficulties with a project 

or task. Fisher (2018) states that informal groups may also be created with a purpose. An 

employee may have an idea or protest which will push coworkers to rally around and support. 

For example, employees might get together to organize a fundraising project to help other 

coworkers, the community or the organization.  

       According to Cross and Pruzak (2002), members of informal groups drift towards certain 

unwritten roles. In an informal group, there may be members or a member who serves as a 

‘specialist’. This person helps the group members with particular tasks. Cross and Pruzak (2002) 

explained that there may also be members who keep different individuals and sub-groups within 

the overall informal group informed. They termed such members as ‘information brokers’. 

Again, in an informal group, the group might have a central person or group of people most 

members connect with in a way. The final role Cross and Pruzak (2002) outlined was the 

ambassador-like role. Such individuals bring other people into the group from different 

departments or sections in the organization. 

        Informal work groups have been linked to certain work outcomes. Jahan (2011) conducted a 

study on the working of informal groups and its impact on organizational effectiveness. 

Employees in informal groups described their jobs as more interesting as compared to employees 

who were not in any informal group. Informal groups have been known to satisfy certain 
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emotional, social and psychological needs of its members that formal groups may fail to offer; or 

alternatively, they can moderate undesirable outcomes caused by formal groups (Raef, 1990). 

       These informal groups which are formed spontaneously have been described to be quite 

unstable in its nature and as a result of the natural desire for human interaction, informal groups 

tend be difficult to abolish in an organization (Fisher, 2018). 

2.1.7 Aloneness groups 

        Gibson et al. (1985) postulated that without a group to lean on, employees who decide not 

to join or establish any informal group may assume that they are standing alone when various 

management demands are made. This ‘aloneness’ as termed by Gibson et al. (1985) may lead to 

a degree of insecurity and low esteem. Some employees may see informal groups as troublesome 

or rebellious and may not want to involve themselves with such groups. Also, some employees 

who choose not to join informal groups may do so to avoid the pressure of conforming to the 

norms and beliefs of the group. In addition, workers may decide not to join an informal group 

because, informal groups may be susceptible for the use of spreading rumors in the organization.   

      A study by Xu and Zhao (2008) confirmed that employees who did not join informal groups 

had stronger independence and lower reliance on informal groups. However, they have smaller 

promotion opportunity, lower trust and confidence. After interviewing these employees, it was 

revealed that employees who did not join informal groups usually had a poorer relationship with 

their coworkers and received less support from them. As a result, they gained less attention and 

recognition from their coworkers and management. 
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     Based on the theories and conceptual explanations given above, employees in informal groups 

will report higher turnover intentions, higher job satisfaction and higher organizational 

commitment. 

2.2 Review of Related Studies 

2.2.1 Informal groups and job satisfaction 

       Spector (1997) suggested that one of the factors that influence job satisfaction was one’s 

relationship with his or her coworkers. This concept has been investigated in some studies.  

       A study by Xu and Zhao (2008) investigated the relationship between informal groups and 

perceived job satisfaction in the context of Chinese firms. Respondents were full time employees 

selected from ten companies in the Shandong province. Results showed that employees who 

joined informal groups had higher satisfaction from team collaboration, rules and disciplines, 

career development, trust from boss and work recognition. On the other hand, employees who 

did not join informal groups had stronger independence and lower reliance on other members. In 

addition, it was found that the usage of informal groups significantly contributed to job 

satisfaction. Mullins (2010) proposes in his study that informal groups are very influential social 

networks which are fashioned in response to and through activities of their members.      

       Another study examining the impact of friendship on satisfaction (among other things) was 

by Riordan and Griffeth (1995). They tested a theoretical model of the relationship between 

perceived friendship opportunities in the workplace and work related outcomes. Riordan and 

Griffeth' s (1995) study was based on 174 survey responses from employees in a small electric 

utility company in the South-Eastern United States. Riordan and Griffeth (1995) found that 
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friendship opportunities were associated with increases in job satisfaction, job involvement and 

organizational commitment and with a significant decrease in intention to turnover.           

      Riordan and Griffeth's (1995) findings are supported in a study by Nielsen, Jex and Adams 

(2000) who conducted two studies to develop and provide evidence for the construct validity of 

the workplace friendship scale used in this study. Nielsen et al. (2000) collected data from a total 

sample of 116 part-time graduate students who were employees of three American organizations. 

Support was provided for convergent and discriminant validity of scale scores. In addition, 

Nielsen et al. (2000) reported a positive correlation between friendship opportunities, friendship 

prevalence and job satisfaction. Furthermore, they found that those experiencing friendship at 

work were less likely to want to leave their current jobs. These findings highlight the positive 

impact workplace friendships can have for employees within organizations, particularly in terms 

of their satisfaction with their jobs. 

      Research has shown that informal groups can incrementally contribute to perceived job 

satisfaction, employee performance, and organizational effectiveness, among others (Jahan, 

2011; Nkala & Barbara, 2013; Xu & Zhao, 2008). Studies stated above were conducted in 

developed countries like United States of America and China and hence may have certain 

cultural explanations for their findings.  

2.2.2 Informal group and turnover intentions    

      The relationship between an organization and its employees is both critical and fragile. The 

intention to leave an organization is caused by many factors, such as labour market conditions, 

satisfaction, organizational culture among others (Allen & Meyer, 1996; Carmeli & Gefen, 2005) 
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        Ellingwood (2001) states that in the thousands of employee interviews and hundreds of 

focus groups conducted by Gallup, friendship trumped such seemingly obvious employee 

motivators as pay, benefits and work conditions. In addition, having a best friend at work was 

strongly related to intention to leave. Seventy-five percent of respondents who had a best friend 

at work planned to be with the company for at least another year, as opposed to only 51 % who 

did not have a best friend at work. 

     Sheridan (1992) investigated employee’s voluntary turnover rates of new employees of 

accounting firms with varying organizational cultures. Findings from his study indicated that 

new employees stayed longer in organizations that fostered a culture emphasizing interpersonal 

relationship values than in a culture emphasizing work task values. Sheridan states;" the most 

parsimonious explanation of employee retention may simply be that an organizational culture 

emphasising interpersonal relationship values is uniformly more attractive to professionals than a 

culture emphasising work task values" (p. 1 052). He further explains that in a work environment 

which is highly task oriented, employees are likely to develop negative attitudes towards others 

and thus fewer opportunities for friendships are created which will result in higher turnover. 

     Morrison (2005) stated that informal relationships should still have an effect on intention to 

leave. She proposed that strong relationships make it harder for people to leave or have 

intentions of leaving the organization and the existence of negative relationships is a reason 

people seek to leave their organization. Social involvement may be regarded as an employee’s 

relations and associations with other members of the organization (Morrison, 2005). This 

involvement is intrinsically rewarding, so that the decision to leave the organization or depart 

from these significant others is made more difficult. 
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    Studies stated above have linked informal groups/ workplace friendships to employee turnover 

intentions. Having a friend at work is likely to reduce turnover intentions (Ellingwood, 2001). 

2.2.3 Informal group and organizational commitment 

        Benefits of organizational commitment have been associated with reduction in withdrawal 

behaviour, absenteeism, turnover intentions, turnover and increase in organizational citizenship 

behaviour (Levy, 2003; Mathieu & Zajac, 1990). Mathieu and Zajac (1990) identified 

influencers of organizational commitment in their study. These influencers included job 

characteristics, co-worker relations and organizational characteristics among others. 

        Sheldon (1971) examined the relationship between organizational commitment and 

informal organizational relationships, he investigated the link between social involvement and 

the commitment of employees to their organization. Participants in the study were exclusively 

male scientists and engineers with PhD's. These participants were understood to have high career 

commitment. It was therefore expected that these individuals would be more socialized, more 

likely to have professional prerogatives and less likely to desire organizational rewards than their 

less qualified colleagues. It was assumed that because these individuals were less likely to seek 

organizational rewards, it is not unreasonable to expect relatively low organizational 

commitment and indeed, Sheldon (1971) found that those who were not socially involved with 

peers in the organization were also not committed to the organization, compared to those who 

had friends in the organization or were socially involved. This finding suggests that workplace 

relationships are one way that commitment to an organization is shaped. 

      In 2002, Sherony and Green conducted a study on the relationships between coworkers, 

leader–member exchange and work attitudes. Their study investigated the relationship between 
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coworker exchange which refers to relations among coworkers who report to the same supervisor 

and their work attitudes. As predicted, greater diversity in an employee’s coworker exchange 

relationships was found to be negatively related to his or her organizational commitment. This 

finding suggests that there is some burden involved in managing diverse relationships with 

coworkers. In addition, it is often in times of difficulty or misunderstanding strong friendships 

will form (Carr, 2003). 

       Ellingwood (2001) reported on a study conducted by Gallup in 1999, an American analytics 

and advisory company based in Washington, D.C. The results of the study showed that having a 

best friend at work is related to how engaged and committed an individual is to his or her job, 

which supports the findings that friendships and socially supportive environments at work are 

related to commitment (Ellingwood, 2001). In the Gallup study, a random sample of American 

workers over the age of 18 were given the Q 12 workplace evaluations; "Do I have a best friend 

at work? " is one of the 12 questions in the survey. It was found that 51 % of respondents who 

agreed with this statement were engaged in their jobs, compared to only 10% who disagreed 

(Ellingwood, 2001).       

      Sias and Jablin (1995) found that, when a supervisor or group leader was perceived to treat 

group members unfairly, group members became more cohesive; they interacted more and their 

communication relationships became more intimate, suggesting that perceptions of low quality 

supervision and feelings of dissatisfaction may lead co-workers to maintain more close 

friendships as a form of alliance against the organization. Sias and Jablin's (1995) finding was 

supported by Odden and Sias (1997), who found that perceptions of inconsiderate supervision 

increased special peer relationships. Findings have suggested that, special peer relationships 

provide a sounding board or social support, also, special peers may act as confidantes with whom 
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to discuss bad experiences at work and unpleasant experiences with supervisors (Jablin & Sias, 

1995; Odden & Sias, 1997) 

        According to Hellriegel and Slocam (2007), some managers view informal groups as a 

possible cause of anti-establishment power, and as a result, members of informal groups hold 

back information when the group does not agree with organizational goals or pressurize 

employees to slow down production. Withholding of information occurs when the group is very 

cohesive. Allen and Meyer (1990) specifically linked organizational commitment to cohesion. 

Their study indicated that group cohesion is an antecedent to commitment. 

     Studies on organizational commitment and informal groups/ friendships and relationships at 

work have revealed a link between the two variables. Social involvement at work, supervisor and 

peer relations have been linked to the formation and strengthening of informal groups and 

friendships at the work place. Workplace relationships are one way that commitment to an 

organization is shaped (Sheldon, 1971). 

       From the researches above it can be concluded that organizational outcomes such as job 

productivity, job satisfaction, organizational commitment, turnover and turnover intentions are 

linked closely with peer relationships, workplace friendships or informal groups. Employees who 

engage in peer relationships or informal groups adapt to the organization more quickly and 

efficiently than those not involved in peer relationships 

2.2.4 Job satisfaction and turnover intentions 

         In the age of temporariness, human resource managers are facing remarkable challenges 

regarding retention of their skilled workforce (Karan et al., 2018). At present it is challenging to 

ignore the effects of an employees’ job satisfaction on their intention to leave the organization. 
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         Alam and Asim (2019) conducted a study on the relationship between job satisfaction and 

turnover intentions among nurses in Karachi, Pakistan. Findings from their study showed that 

satisfaction with organizational policies and strategies, satisfaction with supervision, 

compensation levels, task clarity, and career development all have significant negative 

correlation with turnover intention and overall job satisfaction was found to have a significant 

negative association with turnover intention. In that, as job satisfaction increased, turnover 

intentions decreased and vice versa. 

       An earlier study that also reported same results was conducted by Buda (2012). The 

objective of the study was to determine the effect of job satisfaction on turnover intentions 

among the employees in XYZ Sdn. Bhd, Malaysia. Results identified both intrinsic and extrinsic 

job satisfaction as influencers of turnover intention. The statistical results obtained in his study 

showed that both forms of job satisfaction (intrinsic and extrinsic satisfaction) have inverse 

relationship on employee’s turnover intentions. 

       A more detailed study of job satisfaction and turnover intentions was investigated by 

Siddiqui (2019). A sample of 70 faculty members who worked in different colleges in Karachi 

were selected for the study. The Minnesota Satisfaction Questionnaire was used to assess the 

satisfaction levels of selected faculty members. The study revealed that 10 facets of satisfaction 

were considered to have an important bearing on turnover intentions. Six out of the 10 facets 

were found to be significant predictors of turnover intentions. These included satisfaction with 

pay, security, working conditions, principal, promotion and recognition.  

     Research has clearly linked job satisfaction as a predictor of turnover intentions. As an 

employee’s satisfaction increases, their intention to leave the organization decreases. 
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2.2.5 Organizational commitment and turnover intentions 

       Kim and Stoner (2008) stressed that workers expect to leave on account of variables 

identified with individual (e.g. statistic components or identity), work (e.g. nature, substance or 

outline of employment) or association (e.g. pay, director or associate). In order to allow an 

organization to design and implement an effective retention strategy, it is important for senior 

and line management to understand the reasons that prompt high performers to leave and find 

alternative employment. 

     Schwepker, Jr. (1999) states that employees with a lower organizational commitment have a 

greater turnover intention. This is supported by Hollingworth and Valentine (2013). Their 

research results states that organizational commitment and turnover intentions have a strong 

negative relationship. Santoso, Sitompul and Budiatmanto (2018) also discovered similar results. 

Organizational commitment negatively affects the turnover intentions of participants in their 

study. 

     In addition, Karan, Rahman and Biswas (2018) examined the relationship of major job 

attitudes with turnover intentions. Data was collected from 157 executives working at different 

manufacturing, education, finance, services and other sectors in Chittagong city. Outcome of the 

study suggested that employee job attitudes had significant negative associations with employee 

turnover intentions. However, in comparison to other attitudes, organizational commitment was 

found to have a stronger negative association with employee turnover intention. 

      Garcia-Cabrera and Gracia-Soto (2012) studied how organizational commitment affected 

manager’s intent to leave their firms. Outcome of their study showed that manager’s intent to 

leave was determined by affective and continuance commitments. 
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     Literature stated above shows that job satisfaction and organizational commitment has been 

linked to turnover intentions. 

It is worth noting that, most of the studies described above were not conducted in Ghana. This 

highlights the importance of examining the generalizability of these findings, looking at the 

impact of informal groups at work in environments and countries other than the western 

countries.  

2.3 Rationale of the study 

      Studies on job satisfaction, organizational commitment and turnover intentions in Ghana 

have focused on variables like salary, leadership, organizational culture and so on as influencers 

of these organizational outcomes. However, attention has not been directed to the likely 

influence of informal group on these organizational outcomes. The concept of informal groups in 

the Ghanaian workplace have not been fully explored. This study seeks to fill that gap and to 

examine the likely impact of informal groups on job satisfaction, organizational commitment and 

turnover intentions. 

     Mullins (2010) states that managers and supervisors frequently encounter problems due to 

failure to identify that within every organization there are often informal group pressures that 

influence and regulate individual behaviour. Informal groups convey an unspoken or implied 

code of ethics or objectionable set of standards forming acceptable behaviours for a group of 

employees (Mullins, 2010). Informal groups have been known to satisfy certain emotional, social 

and psychological needs of its members (Raef, 1990). Research conducted to examine the 

attitudinal consequences of informal groups have investigated work attitudes such as job 

satisfaction, organizational involvement, turnover, job productivity (Riordan & Griffeth, 1995; 
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Owusu-Boateng, Attoh & Acheampong, 2016; Sheldon, 1971; Xu & Zhao, 2008) Most 

researches on informal groups (Riordan & Griffeth, 1995; Sheldon, 1971; Xu & Zhao, 2008) 

have been conducted in developed countries, however, in Ghana, not much has been done in that 

area. Although there are many similarities among cultures, there also exist a variety of 

differences between cultures that exist across human societies. What are the attitudinal 

consequences of employees in informal groups in Ghana?  

2.4 Statement of Hypotheses 

Hypothesis 1: employees in informal groups will report significantly higher turnover intentions 

than employees in aloneness groups 

Hypothesis 2: employees in informal groups will report significantly higher job satisfaction than 

employees in aloneness groups 

Hypothesis 3: employees in informal groups will report significantly higher organizational 

commitment than employees in aloneness groups 

Hypothesis 4: groups, job satisfaction and organizational commitment will significantly predict 

turnover intentions 

2.5 Operational definitions 

Groups: - employees in informal and aloneness groups 

Informal group: - two or more employees who have formed friendships with their coworkers or 

consider their coworkers as friends 
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Aloneness group: - an employee who has not formed any friendship with his/her coworkers or 

does not consider them as friends or has decided not to join any informal group (Gidson et al. 

1985). These employees are not necessarily a group but they have been classified as such for the 

purpose of this study 

Work attitudes: - job satisfaction, organizational commitment and turnover intentions of 

employees 
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CHAPTER THREE 

METHODOLOGY 

3.0 Introduction 

This chapter covers the methods used to get results relating to the objectives and hypotheses of 

this study. This section also describes the research processes involved in undertaking this study. 

It covers the research design, the population and sample characteristics as well as the sampling 

technique employed. The research instruments used to study the constructs under study were also 

appropriately described. The procedures followed in terms of the main study and ethical 

consideration taken into account were explained. 

3.1 Research Settings/ Population 

The research setting was the Greater Accra Region, primarily Accra. Accra is the nation’s capital 

with majority of the businesses located there. According to Ghana Statistical Services, in 2019 

Accra has an estimated population of 2,475,000 people. There are various sectors such as 

telecommunication, health/safety, advertising and banking industries in Accra. The questionnaire 

was sent to various organizations; data was collected from 6 organizations. The target population 

for the study were full and part time employees of organizations.  

3.2 Research Design 

A quantitative cross sectional survey design was used for this study. Quantitative research design 

allows for relationships that exist with regard to the phenomenon under study to be established, 

empirically measured and explained statistically. A cross sectional survey design is a descriptive 

research used to describe characteristics that exist in a community and make inferences about 
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possible relationships or to gather preliminary data for further research, it is however not used to 

determine cause-and-effect relationships between variables.  A cross – sectional survey was 

chosen because respondents from various organizations with different demographic 

characteristics such as educational level, age, gender etc. were sampled. This method was 

appropriate as it allowed for primary data to be collected from population too large to be 

observed directly (Babbie, 2004). According to Shanahan (2010), there is generally no fixed time 

frame for cross sectional studies. The time frame for a cross sectional study depends on the kind 

of data collected and the nature of the research. For example, collecting data on 25-year-old 

males on their intention to adopt a particular technology within the next 12 months, data 

collection should not exceed 12 months. Research may not be relevant if data collection takes 

more than 12 months to complete. This is because many variables may have changed, example 

participants may no longer be 25 years and surveyed technology may be obsolete. Hence 

conducting a research which is time sensitive requires a researcher to minimize the time frame 

for data collection. Considering time, for this study, data collection lasted for two months.  

3.3 Sampling and Sampling Procedure 

      A sample represents a small fraction of the population under study that is selected randomly 

to serve as a representative of the whole (Buckingham & Saunders 2004; Sansonetti, 2004). This 

allows generalization to be made to the population under study. Purposive sampling technique as 

well as the convenient sampling technique was used to recruit participants for this study. 

Organizations from different sectors were approached. Those that agreed to partake in the study 

after being approached and the purpose of the research explained to them were used. Purposive 

sampling is used for special situations where the researcher uses his/her discretion, judgment and 

expertise in selecting participants with a specific purpose or characteristic in mind. To avoid 
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interns and national service personnel from taking part in the study, purposive sampling was 

used to select full and part time employees. This ensured that the criteria set was met. The 

sample size for this study was arrived at by using Tabachnick and Fidell (2007) formula for 

calculating sample size N > 50 + 8m, where N = number of participants and m = number of IVs.  

3.4 Instruments 

The questionnaire included instructions on how respondents should complete the five sections of 

the questionnaire. The first part of the questionnaire instructed respondents to answer some 

personal questions about themselves. This section was meant to capture the demographic 

characteristics of the respondents. They included questions on age, gender, industry, level of 

education etc. The remaining parts of the questionnaire instructed respondents to indicate their 

level of agreement or disagreement with statements found in each scale of measurement. 

3.4.1 Demographic Characteristics 

This section was used in order to get a fair idea on the type of respondents in the study. 

Information solicited included age, gender, industry, educational background, number of years 

worked, position at work etc.  

3.4.2 Organizational Commitment Questionnaire (Mowday, Steers & Porter, 1979)  

To assess the organizational commitment of participants, the Organizational Commitment 

Questionnaire was used. The Organizational Commitment Questionnaire is designed to assess 

acceptance of organizational values, desire to remain with the organization and willingness to 

exert effort. Responses to the 15 items are captured on 7-point Likert scale (1= strongly disagree 

to 7 = strongly agree). Although it was validated with a western population in mind, other 
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researches using the Organizational Commitment Questionnaire have provided evidence for its 

generalizability and validity in the measurement of organizational commitment in non-western 

populations such as China (Siu, 2002), the United Arab Emirates (Yousef, 2003) and South 

Korea (Lee, Allen & Meyer, 2001). Mowday et al. (1979) recorded Cronbach’s alpha of 0.82-

0.93. For this study, the Cronbach alpha coefficient for the scale was 0.60. A sample item in the 

questionnaire was “I am proud to tell others I am part of this organization”. Scores range from 13 

to 59, with mean 32.40 and standard deviation of 7.54. High scores indicate that a participant is 

highly committed or has a sense of commitment to his or her job. Low scores indicate otherwise. 

3.4.3 Job Satisfaction Survey (Spector, 1985) 

Job satisfaction was measured with the Job Satisfaction Survey. The Job Satisfaction Survey was 

developed in human service, public and nonprofit organizations to measure the major dimensions 

of job satisfaction (Spector, 1985). It consists of 9 subscales with 36 items captured on a 6-point 

Likert scale (1= disagree very much to 6 = agree very much). These subscales included 

satisfaction with pay, promotional opportunities, fringe benefits, contingent rewards 

(appreciation and recognition), supervision, co-workers, nature of work itself, communication, 

and work conditions. A sample item on the questionnaire was “When I do a good job, I receive 

the recognition for it that I should receive”. Spector (1986) recorded Cronbach’s alpha of 0.61-

0.80. The Cronbach’s alpha obtained for this study was .90 Scores for this scale range from 64 to 

212, with mean 131.66 and standard deviation of 25.44. High scores indicate that the participant 

is highly satisfied or pleased with his or her job. On the other hand, lower scores show that 

participants are dissatisfied with their jobs.  

 

University of Ghana http://ugspace.ug.edu.gh



42 
 

3.4.4 Employee Turnover Intention (Mobley, Horner & Hollingsworth, 1978) 

Employee’s turnover intention was assessed by the instrument created by Mobley, Horner and 

Hollingsworth in 1978 which consist of three-items. Response ranged by five-point ordinal 

scaling from 1= “Strongly disagree” to 5= “Strongly agree”. A sample item on the questionnaire 

was “I often think about quitting my present job”. Intention to leave has been described as the 

last in a sequence of withdrawal cognitions, along with thinking of quitting and intent to search 

for alternative employment (Mobley, Homer, & Hollingsworth, 1978). Amjad et al. (2015) 

recorded Cronbach’s alpha of 0.82. The Cronbach’s alpha obtained for this study was .80. 

Minimum and maximum scores for this scale were 4 and 20 respectively with mean 10.98 and 

standard deviation of 4.15. High scores indicate that respondent has high intentions of quitting or 

is more likely to quit their job. Low scores show that respondent is less likely to leave his or her 

job. 

3.4.5 Workplace Friendship Scale (Nielsen et al., 2000) 

 This questionnaire measured the opportunity and prevalence of informal groups in the 

organization. The scale measures two aspects of work place friendship: (a) the opportunity for 

friendship (e.g., I have the opportunity to get to know my co-workers), and (b) the prevalence of 

friendship (e.g., I have formed strong friendships at work). There are twelve items, rated on a 5-

point Likert scale from strongly disagree to strongly agree. The items in the workplace friendship 

scale were derived by Nielsen et at. (2000) from previous workplace friendship measures 

(Riordan & Griffeth, 1995) and a literature review of previous social psychological research 

(Morrison, 2005). Nielsen et al. (2000) conducted item analysis to assess how each item related 

to the overall scale. The items in the scale are the 12 (of an original 35) that correlated most 
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highly with the total sub-scale score. Amjad et al. (2015) recorded Cronbach’s alpha of 0.86. 

This scale was also used in a research by Morrison (2005) to study informal relationships at the 

workplace and its association with job satisfaction, organizational commitment and turnover 

intentions. The Cronbach’s alpha reported for this study was 0.82. Scores range from 12 to 57, 

with mean 41.03 and standard deviation of 7.18. High scores on the scale indicate that a 

participant has formed a friendship relationship with his or her colleagues. Participants who had 

high scores were categorized as an informal group. A participant who had low scores showed 

that he or she has not formed any friendship relationship with his or colleagues. These 

participants were categorized as the aloneness group.  

3.5 Data Collection Procedure  

     Data collection began after ethical approval was given by the Ethics Committee for 

Humanities (ECH), University of Ghana. This study adhered to the ethical standards provided by 

the American Psychological Association Ethical Principles of Psychologists and Code of 

Conduct (2017), Ghana Psychological Council and the ECH.  

       Questionnaires were sent to organizations that agreed to partake in the study. These 

organizations were given the relevant and required information pertaining to the nature and 

purpose of study, expected duration, information on their right to decline or withdraw and person 

to contact for further clarification. Some organizations preferred the online questionnaires while 

others opted for the physical questionnaire.  

      Information about the participants was kept confidential and the rights of participants were 

respected. There was an explanation of the research and participants were informed of their right 

to end their participation if they did not feel comfortable at any point and time of the study, 
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although they were encouraged to participate. Proper steps were taken to ensure that respondents 

did not provide any information that will lead to their identity being known. Thus anonymity and 

confidentiality were ensured. In order to ensure anonymity, respondents were specifically 

instructed not to write their names or use any markings or identifier that might lead to them be 

identified. Questionnaires were given out in sealed envelope and responses collected in similar 

manner. The questionnaire was left with the respondents as they were given a week to fill them. 

However, some of the questionnaires took more than a week to fill. 

      At the end of data collection process, five (5) questionnaires were rejected and valid data 

collected was two hundred (200). Eighty-six (86) questionnaires were filled online and one 

hundred and fourteen (114) questionnaires were filled physically. 

3.6 Pilot Study  

     To identify various issues that might be faced in conducting the main study, a pilot study was 

conducted. The pilot study allows for pretesting or ‘trying out’ the instrument to be used in the 

study (Baker, 1994). According to Teijlingen and Hundley (2001), the need for a pilot study is 

emphasized in some of these reasons; developing and testing the adequacy of the research 

instrument, assessing whether conducting a full scale study or survey is feasible, help in 

designing a research protocol and assessing whether the protocol is appropriate. Basically it 

helps in unearthing any difficulties that might crop up in the main study and appropriate 

remedies put in place in order to address the said issues. This will ensure the suitability of the 

questionnaire and the likely success of the said project. In undertaking the pilot study, all ethical 

considerations were adhered to. A sample of 30 employees were conveniently and purposively 

sampled from randomly selected organizations in Dansoman, Accra. This allowed for the 
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reliability of the research instrument to be tested and also to ensure that the items were clearly 

understood.  

3.7 Participants  

    A total of 200 respondents (n = 89, male; n = 111, female) between the ages of 20 and 50 (M= 

30.18, SD= 4.87) completed the study. Participants were full time employees of the 

organizations they worked for and they were sampled from six (6) organizations. The six (6) 

organizations were a travel agency, a hospital, bank, two service providers and an advertising 

agency. Employees had worked for a year or more in the organization, participants who had 

worked for less than a year were excluded from the study. 1% of the sample size had had 

primary level education, 10 participants that represents 5% of the sample had had their secondary 

level education. A majority of the sample size have gained tertiary level education. 10.5% had 

attained other educational qualifications. Table 1 summarizes the demographic characteristics of 

the respondents in this study. 

3.8 Ethical Considerations 

Participants were informed of their right to withdraw from the study at any point in time during 

data collection. For the sake of confidentiality, participants were advised not to write their names 

or any form of identity on the instrument. Information provided by the participants on the 

questionnaire was kept secure and not shared with any third party.  

3.9 Data Analyses 

All the analyses were done using the Statistical Package for Social Sciences (SPSS) version 21. 

The stated hypotheses were tested using the most appropriate statistical method. Hypothesis 1, 2 
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and 3 were analyzed using Independent t-test. An independent t-test was used to compare the 

means of two independent groups. Hypothesis 4 was tested using Multiple Regression Analysis. 

Multiple regression analysis is a predictive analysis tool used to explain the relationship between 

one continuous dependent variable (turnover intentions) and two or more independent variables 

(groups, job satisfaction and organizational commitment).  Descriptive statistics was used to 

analyze demographics.  
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CHAPTER FOUR 

RESULTS 

4.0 Introduction 

The main aim of this study was to investigate job satisfaction, organizational commitment and 

turnover intentions of informal groups in Ghanaian organizations. An independent t test was used 

to compare the differences between work attitudes of employees in informal groups and 

aloneness groups. The first 3 hypotheses were tested using Bonferroni adjusted alpha levels of 

0.02 as the probability (p) value.  The Bonferroni correction adjusted probability (p) value was 

used because of the increased risk of a type 1 error when using multiple statistical tests 

(Armstrong, 2014). Multiple regression analysis was also used to determine if groups (employees 

in informal and aloneness groups), job satisfaction and organizational commitment will predict 

turnover intentions. All the analyses were done using the Statistical Package for Social Sciences 

(SPSS) version 21. This chapter gives the preliminary and hypotheses results of the analysis 

carried out. 
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4.1 Preliminary Results  

The means, standard deviations, Cronbach’s alphas, skewness and kurtosis of the study variables 

are reported in Table 1 below 

Table 1: Descriptive statistics and reliability 

 

 

Organizational         32.40     13          59          7.54             -.021             .399           .60 

Commitment 

 

Turnover                 10.98      4             20         4.15             .063             -.785           .81 

Intentions 

 

Job Satisfaction     131.66     64           212       25.44           .333               .575          .90 

Survey 

 

Friendship              41.03      12             57       7.18             -.799             1.48           .82 

Opportunity 

Dimension 

             

 

Using the SPSS statistical tool, the mean, minimum(Min) scores, maximum (Max) scores, 

standard deviation (SD), Cronbach’s Alpha and the Skewness and Kurtosis of the data were 

determined. Garson (2012) points out that, normality is acceptable when the Skewness and 

Kurtosis fall within the range of +2 to -2. Garson (2012) further supported that, in the case of 

kurtosis, a range of +3 and -3 is even acceptable. The data presented in this analysis was 

normally distributed as it falls within the acceptable ranges suggested by Garson (2012), as 

indicated in Table 1. Further analysis employing parametric statistics could therefore be 

performed.  

 

Variable        Mean  Min.      Max       SD     Skewness       Kurtosis  Alpha  
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Table 2   Demographic Characteristics of respondents 

Variables                                    N                    %                        M                       SD  

Gender  

           Male                                  89                   44.5     

           Female                              111                  55.5 

           Total                                 200 

Age                                                                                              30.18                       4.87 

Level of Education 

           Primary                              2                     1 

           Secondary                          10                   5 

            Tertiary                             163                 81.5 

            Other                                 21                   10.5 

            Total                                 196 

Industry 

        Entertainment                        8                     4.0 

        Telecommunication              25                   12.5 

        Finance/Banking                   36                   18.0 

        Education                              12                    6.0 

        Marketing                              9                     4.5 

        Health/Safety                        24                   12.0 

        Other                                     84                   42.0 

        Total                                     198 

Groups 

        Informal groups                    115                  41.6 

        Aloneness groups                  82                   58.4 

        Total                                     197 

 

        

    Table 2 illustrates the demographic characteristics of the participants.  There were 89 male 

respondents (45.5%) and 111 female respondents (55.5). Majority of respondents had attained 

tertiary education (81.5%). Only 2 respondents had only primary education (1%). Data was 

collected from the industries presented in the table. Number of participants in informal groups 

were 115, which represents 41.6% of the sample size and 82 participants were not in any 

informal group (aloneness group).                                    
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Table 3: Inter-correlation matrix between study variables 

Variable                                   1                2              3               4                          

1. Group                                  - 

2.Turnover intentions           -.008            - 

3. Job satisfaction                 .184**      -.540**        - 

4. Organizational                  -.171**       .444**        -.563**     - 

    Commitment 

*. Correlation is significant at the 0.05 level (2-tailed). 

**. Correlation is significant at the 0.01 level (2-tailed). 

 
 

Table 3 indicates correlations between the study variables. Group had a negative relationship 

with organizational commitment (r = -.171), with turnover intentions (r = -.088) and a positive 

relationship with job satisfaction (r = .184). Organizational commitment also had a positive 

relationship with turnover intentions (r = .444) and a negative relationship with job satisfaction (r 

= -.563). Job satisfaction had a negative relationship with turnover intentions (r = -.540). 
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4.2 Hypothesis Testing 

4.2.1 Hypothesis 1: Hypothesis one (1) states that employees in informal groups will report 

significantly higher turnover intentions than employees in aloneness groups.  

Table 4 Independent T-Test comparing informal groups and aloneness groups on turnover 

intentions (N =198)  

Groups                              n            M         SD               t             df              P 

 
   Informal Group               136     10.96     4.31           -.108        196           .91 

   Aloneness Group             62      11.03      3.82 

Note: M=mean  SD=standard deviation 

 

Using an independent samples t-test the results showed that employees in informal groups (M = 

10.96, SD =4.31) reported slightly lower levels of intentions to leave than employees who were 

in aloneness groups (M = 11.03, SD = 3.82). However, this result was not statistically significant 

(t [196] = -.108; p = .91). This means that the hypothesis was not supported (see Table 4). 
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4.2.2 Hypothesis 2: Hypothesis two (2) states that employees in informal groups will report 

significantly higher job satisfaction than employees who are in aloneness groups.  

Table 5   Independent T-Test comparing informal groups and aloneness groups on job 

satisfaction (N =163)  

Groups                                    n            M             SD               t             df              P 

 

Informal Group                       117     134.59      25.37           2.38          161             .02 

Aloneness Group                     46      124.22      24.32 

Note: M=mean  SD=standard deviation 

Using an independent samples t-test the results showed that employees in informal groups (M = 

134.59, SD =25.37) had a higher score than employees who were in aloneness groups (M = 

124.22, SD = 24.32) on job satisfaction. This difference was found to be statistically significant 

(t [161] = 2.38; p = .02). Table 5 summarizes the results 

4.2.3 Hypothesis 3: Hypothesis three (3) postulates that employees in informal groups will 

report significantly higher organizational commitment than employees who are in aloneness 

groups.  

Table 6   Independent T-Test comparing informal groups and aloneness groups on 

organizational commitment (N =197)  

Groups                                n            M             SD               t             df              P 

Informal Groups                  134      31.51         7.30           -2.42        195           .02 

Aloneness Groups                63       34.27         7.76 

 

Note: M=mean  SD=standard deviation 
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Using an independent samples t-test the results show that employees in informal groups (M = 

/31.51, SD =7.30) had a lower score than employees who were in aloneness groups (M = 34.27, 

SD = 7.76) on organizational commitment. The results of the independent t-test showed a 

statistical significance (t [195] = -2.42; p = .02). Table 6 presents the results indicating that 

hypothesis 3 was not supported. 

4.2.4 Hypothesis 4: Hypothesis four (4) examines whether groups (employees in informal and 

aloneness groups), job satisfaction and organizational commitment will significantly predict 

turnover intentions.  

Table 7 Multiple Linear Regression Analysis Results on predicting turnover intentions based on 

groups, job satisfaction and organizational commitment 

Predictors B SE β T p 

 

 

Organizational commitment            .15               .05               .25                3.11            .00 

Job satisfaction                               -.07               .01                .43              -5.45            .00 

Groups                                             1.12             .65                .12               1.71             .09 

 

A multiple linear regression was calculated to predict turnover intentions based on group, job 

satisfaction and organizational commitment. The results of the regression indicated that the 

model explained 34.4% of the variance. A significant regression equation was found (F (3, 157) 

= 27.50, p=.01). While job satisfaction (B = -.07, p<.05) and organizational commitment (B = 

.15, p<.05) contributed significantly to the model, groups did not (B = 1.12, p=.09). The final 

predictive model was Turnover intentions = 15.35 - .07 + .15 + 1.12. Hypothesis four (4) was 

partially supported. Table 7 illustrates the results 

University of Ghana http://ugspace.ug.edu.gh



54 
 

4.3 Summary of the results 

Following analysis of the data, results indicated a support for hypothesis 2. Hypothesis 1 and 3 

were not supported and hypothesis 4 was partially supported.  

 For hypothesis 1, employees in informal groups reported lower levels of turnover 

intentions than employees in aloneness groups. However, result was not significant which 

indicates that there is no significant difference between the two groups. Thus the 

hypothesis was not supported. 

 Employees in informal groups were more satisfied with their jobs than employees in 

aloneness groups, for hypothesis 2. The hypothesis was therefore supported. 

 Results for hypothesis 3 showed that employees in informal groups recorded lower 

organizational commitment than employees in aloneness groups. Hypothesis 3 was not 

supported. 

 Lastly, job satisfaction and organizational commitment were predictors of turnover 

intentions but groups were not a predictor. The hypothesis was partially supported. 

 

 

 

 

 

 

 

 

University of Ghana http://ugspace.ug.edu.gh



55 
 

CHAPTER FIVE 

DISCUSSION 

5.0 Introduction 

     This study sought to investigate job satisfaction, organizational commitment and turnover 

intentions of informal groups. The study also sought to make organizations aware of the 

existence of informal groups in the organization. The study added the additional dimension of 

investigating whether groups (employees in informal and aloneness groups), job satisfaction and 

organizational commitment will predict turnover intentions. This chapter discusses the findings, 

implications, recommendations and limitations of the study. 

5.1 Job satisfaction and informal groups 

       The study examined job satisfaction between employees in informal groups and those who 

are not in informal groups (aloneness group). It was therefore hypothesized that employees in 

informal groups will report significantly higher job satisfaction than employees in aloneness 

groups. The results supported this prediction.  

     This result suggests that an employee’s satisfaction for his or her job is influenced by his or 

her association or involvement with an informal group. This finding is supported by a study by 

Xu and Zhao (2008). Results from their study showed that employees who joined informal 

groups had higher satisfaction than employees who did not join any informal group. Likewise, 

Riordan and Griffeth (1995) found that friendship opportunities were associated with increases in 

job satisfaction, job involvement and organizational commitment and with a significant decrease 

in intention to turnover.  
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     Even though job satisfaction is described as a collection of feelings toward a job by Spector 

(1997), one of the facets under which job satisfaction is measured is coworkers. According to 

Morrison (2005) informal relationships with coworkers has an effect on employee work 

attitudes.  

      In addition, Nielsen et al. (2000) reported a positive correlation between friendship 

opportunities, friendship prevalence at work and job satisfaction. As friendship opportunities and 

prevalence increased, employee job satisfaction also increased. Mayo (1945) argued that the key 

determinant of job satisfaction was group interaction and emphasized on the significance of good 

headship and sustaining personal relations at the workplace.  

      Culture of a group also plays a role in influencing work attitudes. Every or most informal 

groups have a culture, whether it is clear or hidden. Pirraglia (2019) stated that culture can often 

enhance or reduce employee job satisfaction. This depends on the how the group perceives job 

satisfaction.  

      Again, the groupthink theory by Irvin (1972) explains that in a cohesive group, members are 

more likely to forgo their personal beliefs and values and embrace that of the groups. Applying 

this explanation to the current findings, in a cohesive informal group, members who may not be 

satisfied with their jobs are more likely to change their attitude or perception towards their jobs 

based on the group’s perception of job satisfaction. Hence the higher levels of satisfaction among 

employees in informal groups as compared to employees who are not in informal groups 

(aloneness group). 

      It can therefore be inferred that employee job satisfaction can be increased through an 

association with informal groups in the organization. It is therefore in the best interest of 
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management, business owners and other stakeholders in the organization to embrace these 

informal groups by encouraging group formation in their organizational culture and learn how to 

maximize the positive and minimize the negative effects of these groups on employee job 

satisfaction. 

5.2 Organizational commitment and informal groups 

      Organizational commitment is an important part of an employee’s psychological state 

because employees who experience high organizational commitment are theorized to engage in 

many behaviours, such as citizenship activities and high job performance, that are believed to be 

beneficial to the organization (Jaros, 1997).  

       This study examined the commitment levels between employees in informal and aloneness 

groups. It was predicted that employees in informal groups will report significantly higher 

organizational commitment than employees who are in aloneness groups. This hypothesis was 

not supported by the findings of this study. Employees in aloneness group reported higher levels 

of commitment than employees in informal group. Findings of this study suggests that an 

employee’s commitment to the organization is not influenced by informal groups. 

       Findings from this study can be attributed to personal characteristics of the employee as 

being antecedent to commitment and not the employee’s association with informal groups. 

Mathieu and Zajac (1990) identified these personal characteristics as attitudes, beliefs and skills 

of individuals in the organization. Even though groups, co-worker and leader relations are also 

antecedents of organizational commitment, they did not play an influential role in the current 

findings.   

University of Ghana http://ugspace.ug.edu.gh



58 
 

      This finding therefore supports Allen and Meyer’s (1990) theory on organizational 

commitment. Organizational mechanisms such as reward systems lead to affective commitment; 

the organization communicates to employees that the organization is both understanding of them 

and fair to them (Levy, 2003; Meyer & AlIen, 1997). The employee in turn decides to stay with 

the organization despite their relationship with coworkers in the organization. Again, if an 

employee evaluates the cost of leaving the organization (continuance commitment) and the cost 

of leaving outweighs staying, that employee is likely to stay in the organization regardless of his 

or her association with a group in the organization or not. An employee with a strong normative 

commitment will decide to commit to the organization based on their perceived obligation to 

remain in the organization. Findings of the study strengthens the theory.  

      In addition, research has shown that commitment has been positively related to other 

individual and job characteristics and work experiences such as age (Mathieu & Zajac, 1990), 

length of service in a particular organization (Luthans, McCaul & Dodd, 1985), marital status 

(John & Taylor, 1999), task autonomy (Dunham, Grube & Castaneda, 1994), feedback 

(Hutchison & Garstka, 1996), job challenge (Meyer, Irving & Allen, 1998), job security (Yousef, 

1998), promotion opportunities (Gaertner & Nollen, 1989), training and mentoring opportunities 

(Scandura, 1997), and supportive and considerate leadership (DeCottis & Summers, 1987). 

Finally, research has revealed that commitment is influenced by employee’s perceptions of their 

social and personal development in the organization (McFarlin & Sweeny, 1992). 

       Sheldon (1971) found that employees who were not socially involved with their peers were 

also not committed to the organization as compared to those who were socially involved in the 

organization. The current study did not support these findings. This is could be due to cultural 

differences of the two studies and changes of human behaviour overtime. 
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5.3 Turnover intentions and informal groups 

      This study sought to assess the levels of employee turnover intentions between employees in 

informal groups and employees in aloneness groups. It was hypothesized that employees in 

informal groups will report higher turnover intentions than employees in aloneness groups. The 

hypothesis was however not supported by the findings. Hypothesis 1 was not statistically 

significant. This indicates that there was no significant difference between employees in informal 

groups and employees in aloneness groups. 

       Nielsen et al. (2000), reported that those who experienced friendship at work were less likely 

to want to leave their current jobs. Again, a study conducted by Gallup (1999), 75% percent of 

respondents from their study who had a best friend at work planned to be with the company for 

at least another year, as opposed to only 51% percent who did not have a best friend at work 

(Ellingwood, 2001). Furthermore, as Morrison (2005) stated, strong friendships formed at work 

make it harder for people to leave or have intentions of leaving the organization.  

      Sheridan (1992) investigated employee’s voluntary turnover intention rates of new 

employees of accounting firms with varying organizational cultures. Findings from his study 

indicated that new employees stayed longer in organizations that fostered a culture emphasizing 

interpersonal relationship values than in a culture emphasizing work task values. 

       Research findings have indicated that workplace friendship/informal groups do have a 

connection with turnover intentions. However, findings from the current study did not support 

these findings. 
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      The underlying theory for turnover intentions for this study was the Intermediate Linkage 

Model (Mobley, 1977). Mobley (1977) outlines steps that lead to turnover intentions and finally 

turnover. According to Mobley (1977), job satisfaction was a major contributor of the model. Job 

satisfaction was most directly related to withdrawal cognitions associated with the decision to 

leave and only indirectly related to actual turnover process. Dissatisfaction or satisfaction with 

one’s job was the antecedent attributed to turnover intentions (Mobley, 1977). Using the theory 

to explain the current result, it can be proposed that job satisfaction or dissatisfaction may be the 

contributing factor to turnover intentions of employees in both informal and aloneness groups. 

An employee’s association or non-association with a group does not necessarily play a 

contributing role in the intent to leave the organization. 

 5.4 Groups, job satisfaction, organizational commitment and turnover intentions 

      Intention to leave an organization has serious implication for workforce planning. Much 

research points to turnover intention as the main antecedent to a person’s act of turnover (Chen et 

al., 2013). It is therefore judicious to suggest that understanding an employee’s intention to leave 

may facilitate managers and other stakeholders to introduce appropriate retention strategies.  

       This study hypothesized that groups (employees in informal and aloneness groups), job 

satisfaction and organizational commitment will significantly predict turnover intentions. Job 

satisfaction and organizational commitment predicted turnover intentions, groups however did 

not predict turnover intentions.  

       Job satisfaction and organizational commitment has been reported in many studies to have a 

significant relationship with turnover intentions (Alam & Asim, 2019; Attiah & AbouDahab, 

2017; Garcia-Cabrera & Gracia-Soto, 2012; Karan et al., 2018; Siddiqui, 2019). Again, from the 
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findings it can be inferred that employee turnover intentions are not influenced by the 

employee’s association or involvement with an informal group or not.  

      The intention to leave an organization has been revealed to be influenced by many factors 

such as organizational culture, employability, labour market conditions, relational satisfaction 

(Akgün & Lynn, 2002; Allen & Meyer, 1996; Carmeli & Gefen, 2005).  

     The Intermediate Linkage Model (Mobley 1977) supports the findings and assertions that an 

increase in job satisfaction is likely to reduce turnover intentions. Mobley (1977) posit that 

during the turnover intention process, an employee evaluates their existing job. The next step in 

the process is an emotional state; employees evaluate whether they are satisfied or dissatisfied 

with the job. If the employee is dissatisfied with the job, the next process occurs, that is thoughts 

of quitting. However, if the employee is satisfied with the job, intention to leave is reduced.    

       Also, according to Allen and Meyer (1991) organizational commitment has a relationship 

with turnover intentions. An employee who has strong affective, normative or continuance 

commitment is likely to report low levels of turnover intentions. This is could the result of an 

employee’s emotional attachment to the organization, their perceived obligation to remain in the 

organization or their evaluation of the cost of leaving the organization. 

    Although results did not support groups (employees in informal and aloneness groups) as a 

predictor of turnover intentions. Research has linked turnover intentions to workplace friendship/ 

informal groups (Ellingwood, 2001; Morrison, 2005; Nielsen et al., 2000).  
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5.5 Limitations of the Study 

       This study used a cross sectional design which is descriptive in nature. Data were recorded 

at a single point in time. Cross sectional studies can therefore not be used to determine causation. 

One can only infer association between the variables studied. Making a categorical cause and 

effect statement among the variables would not be warranted. For instance, a categorical 

statement cannot be made that, the predictor variables (groups, job satisfaction and 

organizational commitment) cause turnover intentions. Only an inference can be made that job 

satisfaction and organizational commitment are associated with turnover intentions. Thus 

extending the result to explain the relationship between the variables at play will be inaccurate. 

     In addition to the cross-sectional nature of the study, the reliance of self-report data raises 

concerns about self-report bias. Even though self- report is a measure used to gather valuable and 

important information about a person, people are likely to be biased when reporting their own 

experiences and beliefs (Devaux & Sassi, 2016). Experiences and beliefs shared by participants 

are likely to be exaggerated, undermined or considered to be socially acceptable. This may affect 

the findings of the research as shared experiences and beliefs of participants will not be a true 

reflection of their actual experiences and beliefs. It is possible that the self-report of 

organizational commitment and turnover intentions may have confounded the current results and 

thus may explain the reason why findings of the current study did not support other findings. 

Even though there is the tendency of bias in subjective measures of the variables, this 

methodology is accepted in the scientific community.  

     Sample size was not a representation of all organizations in Ghana, so findings cannot be 

generalized to the whole country. 
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5.6 Recommendations for future studies 

     In order to account for some of the limitations of the cross sectional survey method future 

studies should look beyond the use of cross sectional survey method and use other methods such 

as a qualitative method. A qualitative method will help give a better understanding of the nature 

of informal groups in the Ghanaian context. A qualitative method can be carried out on an 

identified informal group in a particular organization as opposed to the general population. This 

method will offer more opportunities to gather other important clues about informal groups 

through interviews or focus groups discussions, than a limited questionnaire would. A qualitative 

measure will perhaps explain why there was no difference between the two groups in regards to 

turnover intentions, even though other studies revealed that employees in informal groups were 

more likely to stay in the organization than those who were not in any group. 

      Also other variables should be investigated, for example, personality types in informal 

groups and difference between organizational citizenship behaviour among employees in 

informal and aloneness groups. These variables have not been investigated in connection to 

informal groups in the organization. To get a better understanding of the nature of informal 

groups, personality types and extra-role behaviours of employees in informal groups can be 

investigated. This will be a significant add on to the literature on informal groups. 

5.7 Implications of the study 

        Practically, from this study it can be confirmed that informal groups exist in organizations 

in Ghana. It is in the best interest of the organization to identify these groups and work with them 

to achieve organizational goals. Employees in informal groups reported higher job satisfaction 
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which is an indication of the positive sides of informal groups in the organization even though 

there may be negative sides too.  

     Findings from this study will help supervisors, managers, industrial/organizational 

psychologists and all other stakeholders improve on group forming policies and improve on 

strategies to enhance positive work attitudes. This can be done by fostering an organizational 

culture that encourages the formation of informal groups. Management can set a time and space 

where employees can chat with each other. However, this set time should not affect productivity 

or interfere with working hours. Again, other creative ways of encouraging the formation of 

informal groups are by celebrating birthdays with cake or lunch, organizing annual parties or 

barbecues for employees and their families and organizing end-of-year retreats and team 

projects. Creating employee resource or support groups in the organization, for example, groups 

celebrating or supporting working mothers, people with disabilities, among others.  With a little 

monitoring system, employees in these informal groups can be influenced positively to be 

satisfied with their jobs and be committed. This will in tend help reduce intentions to leave the 

organization. As Morgan (1997) suggested, managers should clearly define organizational 

functions to informal groups in the organizations and also inform employees of the implications 

of employee behaviours, as well as monitoring adherence to organizational standards, as this 

helps to improve the performance and work attitudes of employees. 

     Theoretically, findings from this study strengthens the Intermediate Linkage Model by 

confirming the assertion by the theory which states that job satisfaction is a major predictor and 

influencer of turnover intention. Also, findings confirm that relationship with coworkers, does 

have an influence on employee job satisfaction as postulated by Spector (1997). 
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    In addition, commitment to an organization as described by Allen and Meyer (1990), is 

determined by an employee’s beliefs, obligations and personal choices, is confirmed. Result 

revealed that employees in informal groups reported lower organizational commitment than 

employees in aloneness groups. It can therefore be inferred that organizational commitment is 

based on individual beliefs, obligations and choices and not based on group decisions. 

5.8 Conclusion 

      This study sought to investigate job satisfaction, organizational commitment and turnover 

intentions of employees in informal groups. It went on further to determine if groups (informal 

and aloneness groups), job satisfaction and organizational commitment will predict turnover 

intentions. A quantitative research design was used to collect data from 200 employees in some 

organizations in Ghana. Results from this study revealed that employees in informal groups 

reported higher job satisfaction and lower organizational commitment than employees who were 

not in any informal group. However, there was no significant difference between employees in 

informal groups and employees in aloneness group on turnover intentions. Job satisfaction and 

organizational commitment were significant predictors of turnover intentions, groups on the 

other hand failed to predict turnover intentions. 

       Employees are said to be an integral part of an organization, employee satisfaction with the 

job, commitment and intention of leaving are very important for organizational growth and 

productivity. An employee’s involvement or association with an informal group in the 

organization may have an influence on their work attitudes. Literature has linked informal work 

groups to work attitudes like performance and commitment (Morrison, 2005).  This study linked 

job satisfaction with an employee’s association with an informal group. It is therefore in the best 

interest of the organization to monitor informal groups in the organizations and use them to 
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achieve organizational goals. Nonetheless, organizations should create an organizational culture 

that fosters good interpersonal relationships and formation of informal groups. This will help 

shape employee’s work attitudes. 
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Appendix 2: ECH Consent form 

              UNIVERSITY OF GHANA 

  
Ethics Committee for Humanities (ECH) 

 

PROTOCOL CONSENT FORM  

 
 

Section A- BACKGROUND INFORMATION 

 

Title of Study:  

 

 Informal Groups, Work Attitudes and Turnover Intentions: A study among selected 

organizations in Accra 

Principal Investigator: 

 

Mercy Allotey 

Certified Protocol 

Number 

 

 

Section B– CONSENT TO PARTICIPATE IN RESEARCH 
 

General Information about Research 

The aim of this study is to examine job satisfaction, organizational commitment and turnover 

intentions of employees in informal groups. The study seeks to create awareness of informal groups 

in the organization and its possible influence on employee work attitudes in Accra, Ghana. Data will 

be collected from full and part time employees and data will be gathered using mainly questionnaires. 

Benefits/Risks of the study 

The benefits of the study include awareness of informal groups in the organization and its possible 

influence on employee work attitudes in Accra, Ghana. This study will also help 

Official Use only 
Protocol number 
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Industrial/Organizational Psychologists and Human Resource Managers to improve on human 

resource management and group policies. There are no minor or major risks associated with the 

study. 

Confidentiality  

Privacy and confidentiality will be assured. The questionnaires do not contain any item that reveals 

respondent’s identity. Personal information included is socio-demographic characteristics (e.g. 

gender, educational level, age, number of years worked) which do not identify any specific individual. 

Data collected will be kept with caution. Apart from the principal student investigator, other groups 

that may have direct access to the research records include principal and co-supervisor, and if need 

be, the Head of Psychology Department and or the Dean of the Graduate School of University of 

Ghana. All data collected will be used for academic purposes only and as such ethical principles of 

privacy and confidentiality will be guaranteed. 

Compensation  

Participants will not be compensated for partaking in the study. 

Withdrawal from Study 

Participation is strictly voluntary and participants reserve the right to pull out of the study anytime 

without any penalty or obligations to provide justification. Participants will not be adversely affected 

in anyway should they decline to participate or later stop participating. Participants will be allowed 

to continue participation once they express interest in the study again. 

 

Contact for Additional Information  

Should you have any concerns or further clarifications, you can contact the researcher on 

0246764398/ 0265568824 or through the mail at mercie700@gmail.com. You can also write to the 

Department of Psychology, University of Ghana, Legon. 

If you have any questions about your rights as a research participant in this study you may also 

contact the Administrator of the Ethics Committee for Humanities, ISSER, University of Ghana at 

ech@isser.edu.gh / ech@ug.edu.gh  or 00233- 303-933-866. 
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Section C- PARTICIPANT AGREEMENT 

 

"I have read or have had someone read all of the above, asked questions, received answers 

regarding participation in this study, and am willing to give consent for me, my child/ward to 

participate in this study. I will not have waived any of my rights by signing this consent form. 

Upon signing this consent form, I will receive a copy for my personal records." 

 

________________________________________________ 

Name of Participant 

_________________________________________________    _______________________ 

Signature or mark of Participant    Date    

 

If participant cannot read and or understand the form themselves, a witness must sign here:  

I was present while the benefits, risks and procedures were read to the volunteer. All questions 

were answered and the volunteer has agreed to take part in the research.  

_________________________________________________ 

Name of witness 

 

________________________________________________   _______________________   

Signature of witness  / Mark     Date 

 

I certify that the nature and purpose, the potential benefits, and possible risks associated with 

participating in this research have been explained to the above individual.  

 

__________________________________________________  

Name of Person who Obtained Consent 

 

___________________________________________    ______________________ 
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Signature of Person Who Obtained Consent    Date   

 

 

Appendix 3: Data Gathering Instrument 

UNIVERSITY OF GHANA 

DEPARTMENT OF PSYCHOLOGY 

RESEARCH QUESTIONNAIRES 

SECTION A 

Please answer all of the questions to the best of your ability by circling the correct answer 

Age……… 

Gender:          1) Male               2) Female 

Industry:      1) Entertainment   2) Telecommunication   3) Finance/Banking         4) Education 

                     5) Energy               6) Agriculture         7) Construction            8) Mining                     

                      9) Other (please state) ………………… 

Number of years working…… 

Level of education:        1) Primary          2) Secondary          3) Tertiary    4) Other 

Position at work……………………………………………… 

1) Do you meet co-workers outside of the office to discuss non-related work issues? 

                                      Yes                                       No 

 

2) Do you engage in non-related work activities with your co-worker(s), example parties, 

picnics, other social events etc? 

                                       Yes                                      No 

 

3) Are your coworkers your friends? 

                                       Yes                                     No 

 

4) Have you established cordial terms with your co-worker(s)? 

                                      Yes                                     No 
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SECTION B 

Please answer all of the questions to the best of your ability by circling the correct answer 

 

No. Items measuring Friendship Opportunity Dimension Strongly 
disagree 

Disagree Neither 
agree 
nor 
disagree 

Agree Strongly 
agree 

1 I have the opportunity to get to know my co-

workers 

1 2 3 4 5 

2 I am able to work with my co-workers to 

collectively solve problems 

1 2 3 4 5 

3 In my organization I have the opportunity to talk 

informally and visit with others 

1 2 3 4 5 

4 Communication among employees is encouraged 

by my organization 

1 2 3 4 5 

5 Informal talk is tolerated by my organization as 

long as the work is completed 

1 2 3 4 5 

6 I have the opportunity to develop close friendships 

at my workplace 

1 2 3 4 5 

7 I have formed strong friendships at work 1 2 3 4 5 

8 I socialize with co-workers outside the workplace 1 2 3 4 5 

9 I can confide in people at work 1 2 3 4 5 

10 I feel I can trust many co-workers a great deal 1 2 3 4 5 

11 Being able to see my co-workers is one reason I 

look forward to my job 

1 2 3 4 5 

12 I do not feel that anyone I work with is a true 

friend 

1 2 3 4 5 
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SECTION C 

Below are some statements about you. Use the following scale to indicate your level of 

agreement or disagreement 

Key: SA-strongly agree, MA- moderately agree, A- agree, N- neutral, D- disagree, MD- 

moderately disagree, SD- strongly disagree 

         

No.   Organizational Commitment SA    MA    A N D   MD       SD            

1 I am willing to put in a great deal of effort beyond 

that normally expected in order to help this 

organization to be successful because my co-

workers are doing same 

1 2 3 4 5 6 7 

2 My co-workers talk up this organization to their 

friends as a great organization to work for so I also 

do same 

1 2 3 4 5 6 7 

3 I feel very little loyalty to this organization 1 2 3 4 5 6 7 

4 I would accept almost any type of job assignment 

in order to keep working for this organization 

1 2 3 4 5 6 7 

5 I find that my values and the organization’s values 

are very similar 

1 2 3 4 5 6 7 

6 I am proud to tell others that I am part of this 

organization 

1 2 3 4 5 6 7 

7 I could just as well be working for a different 

organization as long as the type of work was 

similar 

1 2 3 4 5 6 7 

8 This organization really inspires the very best in me 

in the way of job performance 
1 2 3 4 5 6 7 

9 It would take very little change in my present 

circumstances to cause me to leave this 

organization 

1 2 3 4 5 6 7 

10 I am extremely glad that I chose this organization 

to work for over others I was considering 
1 2 3 4 5 6 7 

11 There is not too much to be gained by sticking with 

this organization indefinitely 
1 2 3 4 5 6 7 

12 Often I find it difficult to agree with this 

organization’s policies on important matters 

relating to its employees 

1 2 3 4 5 6 7 
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13 My co-workers care about the fate of this 

organization so I also care 

1 2 3 4 5 6 7 

14 For me this is the best of all possible organizations 

for which to work 

1 2 3 4 5 6 7 

15 Deciding to work for this organization was a 

definite mistake on my part 

1 2 3 4 5 6 7 

SECTION D 

Please read each statement carefully and decide if you feel this way about your job. Indicate how 

you feel by circling the number that best describes how you feel. 

 JOB SATISFACTION SURVEY 

 

 

No.  
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 1   I feel I am being paid a fair amount for the work I do.  1     2        3       4       5      6 

 2 There is really too little chance for promotion on my job.  1     2        3       4       5      6 

 3 My supervisor is quite competent in doing his/her job.  1     2        3       4       5      6 

 4   I am not satisfied with the benefits I receive.  1     2        3       4       5      6 

 5 When I do a good job, I receive the recognition for it that 

I should receive. 

 1     2        3       4       5      6 

 6 Many of our rules and procedures make doing a good job 

difficult. 

 1     2        3       4       5      6 

 7 I like the people I work with.  1     2        3       4       5      6 

 8 I sometimes feel my job is meaningless.  1     2        3       4       5      6 

 9 Communications seem good within this organization.  1     2        3       4       5      6 

10 Raises are too few and far between.  1     2        3       4       5      6 
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11 Those who do well on the job stand a fair chance of 

being promoted. 

 1     2        3       4       5      6 

12 My supervisor is unfair to me.  1     2        3       4       5      6 

13 The benefits we receive are as good as most other 

organizations offer. 

 1     2        3       4       5      6 

14 I do not feel that the work I do is appreciated. 1     2        3       4       5      6 

15 My efforts to do a good job are rarely blocked by official 

rules. 

1     2        3       4       5      6 

16 I find I have to work harder at my job because of the 

incompetence of people I work with. 

1     2        3       4       5      6 

17 I like doing the things I do at work. 1     2        3       4       5      6 

18 The goals of this organization are not clear to me. 1     2        3       4       5      6 

19  I feel unappreciated by the organization when I think 

about what they pay me. 

1     2        3       4       5      6 

20 People get ahead as fast here as they do in other places.  1     2        3       4       5      6 

21 My supervisor shows too little interest in the feelings of 

subordinates. 

1     2        3       4       5      6 

22 The benefit package we have is fair. 1     2        3       4       5      6 

23 There are few rewards for those who work here. 1     2        3       4       5      6 

24 I have too much to do at work. 1     2        3       4       5      6 

25 I enjoy my coworkers. 1     2        3       4       5      6 

26 I often feel that I do not know what is going on with the 

organization. 

1     2        3       4       5      6 

27 I feel a sense of pride in doing my job. 1     2        3       4       5      6 

28 I feel satisfied with my chances for salary increases. 1     2        3       4       5      6 

29 There are benefits we do not have which we should have. 1     2        3       4       5      6 

30 I like my supervisor. 1     2        3       4       5      6 
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31 I have too much paperwork. 1     2        3       4       5      6 

32 I don't feel my efforts are rewarded the way they should 

be. 

1     2        3       4       5      6 

33 I am satisfied with my chances for promotion.  1     2        3       4       5      6 

34 There is too much bickering and fighting at work.          1     2     3     4     5     6 

35 My job is enjoyable.         1     2     3     4     5     6 

36 Work assignments are not fully explained.         1     2     3     4     5     6 

 

SECTION E 

Please answer all of the questions to the best of your ability by circling the correct answer 

No. Turnover Intentions Strongly 

disagree 

Disagree Neutral Agree Strongly 

agree 

1 I often think about quitting my 

present job 

1 2 3 4 5 

2 I will probably look for a new job 

in the next year 

1 2 3 4 5 

3 As soon as possible, I will leave 

the organization 

1 2 3 4 5 
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Appendix 4: Tables from Data Analysis 

Correlations 

 Informal 

group 

JSS TI OC 

Informal  

group 

Pearson Correlation 1 .184* -.008 -.171* 

Sig. (2-tailed)  .000 .000 .000 

N 136 117 136 134 

JSS 

Pearson Correlation .184* 1 -.540** -.563** 

Sig. (2-tailed) .000  .000 .000 

N 117 136 136 136 

TI 

Pearson Correlation -.008 -.540** 1 .444** 

Sig. (2-tailed) .000 .000  .000 

N 136 136 136 136 

OC 

Pearson Correlation -.171* -.563** .444** 1 

Sig. (2-tailed) .000 .000 .000  

N 134 136 136 136 

*. Correlation is significant at the 0.05 level (2-tailed). 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

 

Correlations 

 Aloneness 

group 

JSS TI OC 

Aloneness  

group 

Pearson Correlation 1 .019 .914 .016 

Sig. (2-tailed)  .000 .000 .000 

N 64 46 62 63 

JSS 

Pearson Correlation .019* 1 -.540** -.563** 

Sig. (2-tailed) .000  .000 .000 

N 46 64 64 64 

TI 

Pearson Correlation .914 -.540** 1 .444** 

Sig. (2-tailed) .000 .000  .000 

N 62 64 64 64 

OC 
Pearson Correlation .016 -.563** .444** 1 

Sig. (2-tailed) .000 .000 .000  
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N 63 64 64 64 

*. Correlation is significant at the 0.05 level (2-tailed). 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

 

Group Statistics 

 Groups N Mean Std. Deviation Std. Error Mean 

TI 
Informal 136 10.96 4.309 .370 

Aloneness 62 11.03 3.824 .486 

 

Independent Samples Test 

 Levene's Test for Equality of 

Variances 

t-test for Equality of 

Means 

F Sig. t df 

TI 
Equal variances assumed .788 .376 -.108 196 

Equal variances not assumed   -.113 132.074 

 

Independent Samples Test 

 t-test for Equality of Means 

Sig. (2-tailed) Mean 

Difference 

Std. Error 

Difference 

95% 

Confidence 

Interval of the 

Difference 

Lower 

TI 
Equal variances assumed .914 -.069 .638 -1.327 

Equal variances not assumed .910 -.069 .610 -1.276 

 

Independent Samples Test 

 t-test for Equality of Means 

95% Confidence Interval of the 

Difference 

Upper 

TI 
Equal variances assumed 1.189 

Equal variances not assumed 1.138 
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Group Statistics 

 Groups N Mean Std. Deviation Std. Error Mean 

OC 
Informal 134 31.51 7.299 .631 

Aloneness 63 34.27 7.755 .977 

 

Independent Samples Test 

 Levene's Test for Equality of 

Variances 

t-test for Equality of 

Means 

F Sig. t df 

OC 
Equal variances assumed .193 .661 -2.422 195 

Equal variances not assumed   -2.369 115.095 

 

Independent Samples Test 

 t-test for Equality of Means 

Sig. (2-tailed) Mean Difference Std. Error 

Difference 

OC 
Equal variances assumed .016 -2.755 1.138 

Equal variances not assumed .019 -2.755 1.163 

 

Independent Samples Test 

 t-test for Equality of Means 

95% Confidence Interval of the Difference 

Lower Upper 

OC 
Equal variances assumed -4.998 -.511 

Equal variances not assumed -5.058 -.452 

 

 

 

Group Statistics 

 Groups N Mean Std. Deviation Std. Error Mean 

JSS 
Informal 117 134.59 25.368 2.345 

Aloneness 46 124.22 24.320 3.586 

 

 

Independent Samples Test 

 Levene's Test for Equality of 

Variances 

t-test for Equality of 

Means 
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F Sig. t df 

JSS 
Equal variances assumed .579 .448 2.376 161 

Equal variances not assumed   2.421 85.655 

 

 

Independent Samples Test 

 t-test for Equality of Means 

Sig. (2-tailed) Mean Difference Std. Error 

Difference 

JSS 
Equal variances assumed .019 10.372 4.365 

Equal variances not assumed .018 10.372 4.285 

 

 

 

Independent Samples Test 

 t-test for Equality of Means 

95% Confidence Interval of the Difference 

Lower Upper 

JSS 
Equal variances assumed 1.753 18.992 

Equal variances not assumed 1.854 18.890 

 

 

 

Model Summary 

Model R R Square Adjusted R 

Square 

Std. Error of the 

Estimate 

1 .587a .344 .332 3.626 

a. Predictors: (Constant), Group, JSS, OC 

 

ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 

Regression 1084.784 3 361.595 27.497 .000b 

Residual 2064.595 157 13.150   

Total 3149.379 160    

a. Dependent Variable: TI 

University of Ghana http://ugspace.ug.edu.gh



96 
 

b. Predictors: (Constant), Predictors: (Constant), Group, JSS, OC 

 

 

 

 
 
 

Coefficientsa 

Model 95.0% Confidence 

Interval for B 

Upper Bound 

1 

(Constant) 23.595 

OC .236 

JSS -.047 

Groups .161 

 

a. Dependent Variable: TI 

 

Coefficientsa 

Model Unstandardized Coefficients Standardized 

Coefficients 

B Std. Error Beta 

 

 

 

 

 

 

 

 

Coefficientsa 

Model t Sig. 95.0% 

Confidence 

Interval for B 

Lower Bound 

1 

(Constant) 5.798 .000 11.603 

OC 3.112 .002 .053 

JSS -5.453 .000 -.101 

Groups -1.727 .086 -2.407 

1 (Constant) 17.599 3.036  

OC .145 .046 .246 

JSS -.074 .014 -.428 

Groups 

-1.123 .650 -.115 
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Appendix 5: Reliability Tables 

Employee Turnover Intentions  

Case Processing Summary 

 N % 

Cases 

Valid 198 99.0 

Excludeda 2 1.0 

Total 200 100.0 

 

a. Listwise deletion based on all variables in the 

procedure. 

 

Reliability Statistics 

Cronbach's 

Alpha 

Cronbach's 

Alpha Based on 

Standardized 

Items 

N of Items 

.807 .796 3 

 

Item Statistics 

 Mean Std. Deviation N 

I often think about quitting my present job 3.01 1.346 198 

I will probably look for a new job in the next year 3.15 1.361 198 

As soon as possible, I will leave the organization 2.68 1.369 198 

    

University of Ghana http://ugspace.ug.edu.gh



98 
 

 

Inter-Item Correlation Matrix 

 I often think 

about quitting 

my present job 

I will probably 

look for a new 

job in the next 

year 

As soon as 

possible, I will 

leave the 

organization 

I often think about quitting my present job 1.000 .751 .717 

I will probably look for a new job in the next year .751 1.000 .709 

As soon as possible, I will leave the organization .717 .709 1.000 

 

Item-Total Statistics 

 Scale Mean if 

Item Deleted 

Scale Variance 

if Item Deleted 

Corrected Item-

Total Correlation 

I often think about quitting my present job 7.98 9.401 .732 

I will probably look for a new job in the next year 7.84 9.263 .741 

As soon as possible, I will leave the organization 8.30 9.085 .763 

 

Item-Total Statistics 

 Squared Multiple 

Correlation 

Cronbach's Alpha if 

Item Deleted 

I often think about quitting my present job .633 .702 

I will probably look for a new job in the next year .624 .697 

As soon as possible, I will leave the organization .603 .684 

 

Workplace Friendship Scale 

Case Processing Summary 
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 N % 

Cases 

Valid 197 98.5 

Excludeda 3 1.5 

Total 200 100.0 

 

a. Listwise deletion based on all variables in the 

procedure. 

 

Reliability Statistics 

Cronbach's 

Alpha 

Cronbach's 

Alpha Based on 

Standardized 

Items 

N of Items 

.822 .826 12 

 

Item Statistics 

 Mean Std. Deviation 

I have the opportunity to get to know my co-workers 3.72 .974 

I am able to work with my co-workers to collectively solve problems 4.08 .949 

In my organization I have the opportunity to talk informally and visit with others 3.40 1.028 

Communication among employees is encouraged by my organization 3.99 1.000 

Informal talk is tolerated by my organization as long as the work is completed 3.55 1.113 

I have the opportunity to develop close friendships at my workplace 3.64 .988 

I have formed strong friendships at work 3.46 1.081 

I socialize with co-workers outside the workplace 3.51 1.038 

I can confide in people at work 3.05 1.027 

I feel I can trust many co-workers a great deal 2.79 .996 

Being able to see my co-workers is one reason I look forward to my job 3.05 1.053 

I do not feel that anyone I work with is a true friend 2.80 1.097 

 

Item Statistics 

 N 

I have the opportunity to get to know my co-workers 197 

I am able to work with my co-workers to collectively solve problems 197 

In my organization I have the opportunity to talk informally and visit with others 197 

Communication among employees is encouraged by my organization 197 

Informal talk is tolerated by my organization as long as the work is completed 197 

I have the opportunity to develop close friendships at my workplace 197 

I have formed strong friendships at work 197 
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I socialize with co-workers outside the workplace 197 

I can confide in people at work 197 

I feel I can trust many co-workers a great deal 197 

Being able to see my co-workers is one reason I look forward to my job 197 

I do not feel that anyone I work with is a true friend 197 

 

Inter-Item Correlation Matrix 

 I have the 

opportunity to 

get to know my 

co-workers 

I have the opportunity to get to know my co-workers 1.000 

I am able to work with my co-workers to collectively solve problems .588 

In my organization I have the opportunity to talk informally and visit with others .566 

Communication among employees is encouraged by my organization .479 

Informal talk is tolerated by my organization as long as the work is completed .273 

I have the opportunity to develop close friendships at my workplace .555 

I have formed strong friendships at work .483 

I socialize with co-workers outside the workplace .412 

I can confide in people at work .130 

I feel I can trust many co-workers a great deal .223 

Being able to see my co-workers is one reason I look forward to my job .138 

I do not feel that anyone I work with is a true friend -.188 

 

Inter-Item Correlation Matrix 

 I am able to work 

with my co-

workers to 

collectively solve 

problems 

I have the opportunity to get to know my co-workers .588 

I am able to work with my co-workers to collectively solve problems 1.000 

In my organization I have the opportunity to talk informally and visit with others .463 

Communication among employees is encouraged by my organization .565 

Informal talk is tolerated by my organization as long as the work is completed .252 

I have the opportunity to develop close friendships at my workplace .504 

I have formed strong friendships at work .347 

I socialize with co-workers outside the workplace .258 

I can confide in people at work .059 
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I feel I can trust many co-workers a great deal .061 

Being able to see my co-workers is one reason I look forward to my job .128 

I do not feel that anyone I work with is a true friend -.141 

 

Inter-Item Correlation Matrix 

 In my organization 

I have the 

opportunity to talk 

informally and visit 

with others 

I have the opportunity to get to know my co-workers .566 

I am able to work with my co-workers to collectively solve problems .463 

In my organization I have the opportunity to talk informally and visit with others 1.000 

Communication among employees is encouraged by my organization .480 

Informal talk is tolerated by my organization as long as the work is completed .450 

I have the opportunity to develop close friendships at my workplace .608 

I have formed strong friendships at work .447 

I socialize with co-workers outside the workplace .392 

I can confide in people at work .176 

I feel I can trust many co-workers a great deal .310 

Being able to see my co-workers is one reason I look forward to my job .222 

I do not feel that anyone I work with is a true friend -.168 

 

Inter-Item Correlation Matrix 

 Communication 

among employees 

is encouraged by 

my organization 

I have the opportunity to get to know my co-workers .479 

I am able to work with my co-workers to collectively solve problems .565 

In my organization I have the opportunity to talk informally and visit with others .480 

Communication among employees is encouraged by my organization 1.000 

Informal talk is tolerated by my organization as long as the work is completed .326 

I have the opportunity to develop close friendships at my workplace .637 

I have formed strong friendships at work .420 

I socialize with co-workers outside the workplace .344 

I can confide in people at work .159 

I feel I can trust many co-workers a great deal .162 

Being able to see my co-workers is one reason I look forward to my job .233 

I do not feel that anyone I work with is a true friend -.030 
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Inter-Item Correlation Matrix 

 Informal talk is 

tolerated by my 

organization as 

long as the work is 

completed 

I have the opportunity to get to know my co-workers .273 

I am able to work with my co-workers to collectively solve problems .252 

In my organization I have the opportunity to talk informally and visit with others .450 

Communication among employees is encouraged by my organization .326 

Informal talk is tolerated by my organization as long as the work is completed 1.000 

I have the opportunity to develop close friendships at my workplace .372 

I have formed strong friendships at work .328 

I socialize with co-workers outside the workplace .323 

I can confide in people at work .094 

I feel I can trust many co-workers a great deal .141 

Being able to see my co-workers is one reason I look forward to my job .015 

I do not feel that anyone I work with is a true friend -.071 

 

Inter-Item Correlation Matrix 

 I have the 

opportunity to 

develop close 

friendships at my 

workplace 

I have the opportunity to get to know my co-workers .555 

I am able to work with my co-workers to collectively solve problems .504 

In my organization I have the opportunity to talk informally and visit with others .608 

Communication among employees is encouraged by my organization .637 

Informal talk is tolerated by my organization as long as the work is completed .372 

I have the opportunity to develop close friendships at my workplace 1.000 

I have formed strong friendships at work .618 

I socialize with co-workers outside the workplace .455 

I can confide in people at work .323 

I feel I can trust many co-workers a great deal .338 

Being able to see my co-workers is one reason I look forward to my job .331 

I do not feel that anyone I work with is a true friend -.167 

 

Inter-Item Correlation Matrix 
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 I have formed 

strong friendships 

at work 

I have the opportunity to get to know my co-workers .483 

I am able to work with my co-workers to collectively solve problems .347 

In my organization I have the opportunity to talk informally and visit with others .447 

Communication among employees is encouraged by my organization .420 

Informal talk is tolerated by my organization as long as the work is completed .328 

I have the opportunity to develop close friendships at my workplace .618 

I have formed strong friendships at work 1.000 

I socialize with co-workers outside the workplace .577 

I can confide in people at work .473 

I feel I can trust many co-workers a great deal .440 

Being able to see my co-workers is one reason I look forward to my job .401 

I do not feel that anyone I work with is a true friend -.214 

 

Inter-Item Correlation Matrix 

 I socialize with co-

workers outside 

the workplace 

I have the opportunity to get to know my co-workers .412 

I am able to work with my co-workers to collectively solve problems .258 

In my organization I have the opportunity to talk informally and visit with others .392 

Communication among employees is encouraged by my organization .344 

Informal talk is tolerated by my organization as long as the work is completed .323 

I have the opportunity to develop close friendships at my workplace .455 

I have formed strong friendships at work .577 

I socialize with co-workers outside the workplace 1.000 

I can confide in people at work .428 

I feel I can trust many co-workers a great deal .395 

Being able to see my co-workers is one reason I look forward to my job .377 

I do not feel that anyone I work with is a true friend -.092 

 

Inter-Item Correlation Matrix 

 I can confide in 

people at work 

I have the opportunity to get to know my co-workers .130 

I am able to work with my co-workers to collectively solve problems .059 

In my organization I have the opportunity to talk informally and visit with others .176 

Communication among employees is encouraged by my organization .159 
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Informal talk is tolerated by my organization as long as the work is completed .094 

I have the opportunity to develop close friendships at my workplace .323 

I have formed strong friendships at work .473 

I socialize with co-workers outside the workplace .428 

I can confide in people at work 1.000 

I feel I can trust many co-workers a great deal .728 

Being able to see my co-workers is one reason I look forward to my job .503 

I do not feel that anyone I work with is a true friend -.196 

 

Inter-Item Correlation Matrix 

 I feel I can trust 

many co-workers a 

great deal 

I have the opportunity to get to know my co-workers .223 

I am able to work with my co-workers to collectively solve problems .061 

In my organization I have the opportunity to talk informally and visit with others .310 

Communication among employees is encouraged by my organization .162 

Informal talk is tolerated by my organization as long as the work is completed .141 

I have the opportunity to develop close friendships at my workplace .338 

I have formed strong friendships at work .440 

I socialize with co-workers outside the workplace .395 

I can confide in people at work .728 

I feel I can trust many co-workers a great deal 1.000 

Being able to see my co-workers is one reason I look forward to my job .555 

I do not feel that anyone I work with is a true friend -.095 

 

Inter-Item Correlation Matrix 

 Being able to see 

my co-workers is 

one reason I look 

forward to my job 

I have the opportunity to get to know my co-workers .138 

I am able to work with my co-workers to collectively solve problems .128 

In my organization I have the opportunity to talk informally and visit with others .222 

Communication among employees is encouraged by my organization .233 

Informal talk is tolerated by my organization as long as the work is completed .015 

I have the opportunity to develop close friendships at my workplace .331 

I have formed strong friendships at work .401 

I socialize with co-workers outside the workplace .377 

I can confide in people at work .503 
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I feel I can trust many co-workers a great deal .555 

Being able to see my co-workers is one reason I look forward to my job 1.000 

I do not feel that anyone I work with is a true friend .049 

 

Inter-Item Correlation Matrix 

 I do not feel that 

anyone I work with 

is a true friend 

I have the opportunity to get to know my co-workers -.188 

I am able to work with my co-workers to collectively solve problems -.141 

In my organization I have the opportunity to talk informally and visit with others -.168 

Communication among employees is encouraged by my organization -.030 

Informal talk is tolerated by my organization as long as the work is completed -.071 

I have the opportunity to develop close friendships at my workplace -.167 

I have formed strong friendships at work -.214 

I socialize with co-workers outside the workplace -.092 

I can confide in people at work -.196 

I feel I can trust many co-workers a great deal -.095 

Being able to see my co-workers is one reason I look forward to my job .049 

I do not feel that anyone I work with is a true friend 1.000 

 

 

Item-Total Statistics 

 Scale Mean if 

Item Deleted 

I have the opportunity to get to know my co-workers 37.31 

I am able to work with my co-workers to collectively solve problems 36.95 

In my organization I have the opportunity to talk informally and visit with others 37.63 

Communication among employees is encouraged by my organization 37.04 

Informal talk is tolerated by my organization as long as the work is completed 37.48 

I have the opportunity to develop close friendships at my workplace 37.39 

I have formed strong friendships at work 37.57 

I socialize with co-workers outside the workplace 37.52 

I can confide in people at work 37.98 

I feel I can trust many co-workers a great deal 38.24 

Being able to see my co-workers is one reason I look forward to my job 37.98 

I do not feel that anyone I work with is a true friend 38.23 

 

Item-Total Statistics 
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 Scale Variance if 

Item Deleted 

I have the opportunity to get to know my co-workers 43.411 

I am able to work with my co-workers to collectively solve problems 44.742 

In my organization I have the opportunity to talk informally and visit with others 42.315 

Communication among employees is encouraged by my organization 42.927 

Informal talk is tolerated by my organization as long as the work is completed 44.741 

I have the opportunity to develop close friendships at my workplace 41.392 

I have formed strong friendships at work 41.001 

I socialize with co-workers outside the workplace 42.312 

I can confide in people at work 44.505 

I feel I can trust many co-workers a great deal 43.917 

Being able to see my co-workers is one reason I look forward to my job 44.153 

I do not feel that anyone I work with is a true friend 53.323 

 

Item-Total Statistics 

 Corrected Item-

Total Correlation 

I have the opportunity to get to know my co-workers .564 

I am able to work with my co-workers to collectively solve problems .469 

In my organization I have the opportunity to talk informally and visit with others .615 

Communication among employees is encouraged by my organization .586 

Informal talk is tolerated by my organization as long as the work is completed .378 

I have the opportunity to develop close friendships at my workplace .726 

I have formed strong friendships at work .682 

I socialize with co-workers outside the workplace .608 

I can confide in people at work .441 

I feel I can trust many co-workers a great deal .507 

Being able to see my co-workers is one reason I look forward to my job .453 

I do not feel that anyone I work with is a true friend -.183 

 

Item-Total Statistics 

 Squared Multiple 

Correlation 

I have the opportunity to get to know my co-workers .534 

I am able to work with my co-workers to collectively solve problems .476 

In my organization I have the opportunity to talk informally and visit with others .523 

Communication among employees is encouraged by my organization .507 

Informal talk is tolerated by my organization as long as the work is completed .281 

I have the opportunity to develop close friendships at my workplace .628 
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I have formed strong friendships at work .559 

I socialize with co-workers outside the workplace .432 

I can confide in people at work .616 

I feel I can trust many co-workers a great deal .618 

Being able to see my co-workers is one reason I look forward to my job .419 

I do not feel that anyone I work with is a true friend .140 

 

Item-Total Statistics 

 Cronbach's Alpha 

if Item Deleted 

I have the opportunity to get to know my co-workers .802 

I am able to work with my co-workers to collectively solve problems .809 

In my organization I have the opportunity to talk informally and visit with others .797 

Communication among employees is encouraged by my organization .799 

Informal talk is tolerated by my organization as long as the work is completed .818 

I have the opportunity to develop close friendships at my workplace .788 

I have formed strong friendships at work .790 

I socialize with co-workers outside the workplace .797 

I can confide in people at work .811 

I feel I can trust many co-workers a great deal .806 

Being able to see my co-workers is one reason I look forward to my job .811 

I do not feel that anyone I work with is a true friend .862 

 

 

 
Job Satisfaction Survey 

Case Processing Summary 

 N % 

Cases 

Valid 163 81.5 

Excludeda 37 18.5 

Total 200 100.0 

 

a. Listwise deletion based on all variables in the 

procedure. 

 

Reliability Statistics 
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Cronbach's 

Alpha 

Cronbach's Alpha 

Based on 

Standardized 

Items 

N of Items 

.900 .899 36 

 

 

Item Statistics 

 Mean Std. Deviation N 

I feel I am being paid a fair 

amount for the work I do. 

3.24 1.519 163 

I feel satisfied with my 

chances for salary increases. 

3.20 1.491 163 

There is really too little 

chance for promotion on my 

job 

2.74 1.448 163 

I am satisfied with the 

benefits I receive 

2.79 1.539 163 

Many of our rules and 

procedures make doing a 

good job difficult 

3.32 1.447 163 

I sometimes feel my job is 

meaningless 

4.51 1.513 163 

Raises are too few and far 

between 

2.99 1.546 163 

My supervisor is unfair to me 4.33 1.409 163 

I do not feel that the work I do 

is appreciated 

3.66 1.533 163 

I find I have to work harder at 

my job because of the 

incompetence of the people I 

work with 

3.98 1.486 163 

The goals of the organization 

are not clear to me 

4.02 1.571 163 

I feel unappreciated by the 

organization when I think 

about what they pay me 

3.25 1.503 163 
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My supervisor shows too little 

interest in the feeling of 

subordinates 

3.48 1.545 163 

There are few rewards for 

those who work here 

3.21 1.505 163 

I have too much to do at work 3.26 1.327 163 

I often feel that I do not know 

what is going on with the 

organization 

3.45 1.454 163 

There are benefits we do not 

have which we should have 

2.39 1.484 163 

I have too much paperwork 3.74 1.523 163 

I do not feel my efforts are 

rewarded the way they 

should 

2.82 1.500 163 

There is too much bickering 

and fighting at work 

3.67 1.688 163 

Work assignments are not 

fully explained 

3.77 1.358 163 

My supervisor is quite 

competent in doing his/her 

job. 

4.36 1.444 163 

When I do a good job, I 

receive the recognition for it 

that I should receive. 

3.71 1.594 163 

I like the people I work with. 4.64 1.148 163 

Communications seem good 

within this organization. 

3.99 1.419 163 

Those who do well on the job 

stand a fair chance of being 

promoted. 

3.29 1.591 163 

The benefits we receive are 

as good as most other 

organizations offer. 

2.96 1.555 163 

I like doing the things I do at 

work. 

4.39 1.234 163 

People get ahead as fast 

here as they do in other 

places. 

3.03 1.497 163 
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The benefit package we have 

is fair. 

3.15 1.522 163 

I enjoy my coworkers. 4.38 1.150 163 

I feel a sense of pride in 

doing my job. 

3.98 1.535 163 

I like my supervisor. 4.15 1.437 163 

I am satisfied with my 

chances for promotion. 

3.21 1.642 163 

My job is enjoyable. 4.07 1.336 163 

My co-workers are satisfied 

with the job, so am I 

3.13 1.470 163 

My efforts to do a good job 

are rarely blocked by official 

rules. 

3.42 1.456 163 

 

 

Inter-Item Correlation Matrix 

 I feel I 

am being 

paid a 

fair 

amount 

for the 

work I do. 

I feel 

satisfied 

with my 

chances 

for salary 

increases

. 

There 

is 

really 

too 

little 

chanc

e for 

promot

ion on 

my job 

I am 

not 

satisfie

d with 

the 

benefit 

I 

receiv

e 

Many 

of our 

rules 

and 

proced

ures 

make 

doing 

a good 

job 

difficult 

I 

someti

mes 

feel 

my job 

is 

meani

ngless 

Raises 

are too 

few and 

far 

betwee

n 

My 

supervi

sor is 

unfair 

to me 

I do not 

feel 

that the 

work I 

do is 

appreci

ated 

I find I 

have to 

work 

harder 

at my 

job 

becaus

e of the 

incomp

etence 

of 

people 

I work 

with 

The 

goals 

of the 

organiz

ation 

are not 

clear to 

me 

I feel I am being 

paid a fair 

amount for the 

work I do. 

1.000 .398 .251 .329 .128 .309 .222 .113 .234 .044 .202 

I feel satisfied 

with my chances 

for salary 

increases. 

.398 1.000 .311 .226 .193 .176 .116 .180 .382 -.087 .253 
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There is really 

too little chance 

for promotion on 

my job 

.251 .311 1.000 .271 .323 .169 .322 .136 .334 .149 .177 

I am satisfied 

with the benefits 

I receive 

.329 .226 .271 1.000 .355 .275 .288 .152 .285 .176 .298 

Many of our 

rules and 

procedures 

make doing a 

good job difficult 

.128 .193 .323 .355 1.000 .396 .216 .267 .378 .225 .317 

I sometimes feel 

my job is 

meaningless 

.309 .176 .169 .275 .396 1.000 .075 .350 .398 .211 .280 

Raises are too 

few and far 

between 

.222 .116 .322 .288 .216 .075 1.000 .128 .278 .261 .094 

My supervisor is 

unfair to me 

.113 .180 .136 .152 .267 .350 .128 1.000 .403 .060 .055 

I do not feel that 

the work I do is 

appreciated 

.234 .382 .334 .285 .378 .398 .278 .403 1.000 .235 .232 

I find I have to 

work harder at 

my job because 

of the 

incompetence of 

the people I 

work with 

.044 -.087 .149 .176 .225 .211 .261 .060 .235 1.000 .331 

The goals of the 

organization are 

not clear to me 

.202 .253 .177 .298 .317 .280 .094 .055 .232 .331 1.000 

I feel 

unappreciated 

by the 

organization 

when I think 

about what they 

pay me 

.326 .294 .194 .346 .245 .251 .412 .210 .355 .251 .298 
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My supervisor 

shows too little 

interest in the 

feeling of 

subordinates 

.082 .263 .175 .179 .199 .159 .151 .385 .278 .244 .104 

There are few 

rewards for 

those who work 

here 

.116 .229 .286 .246 .236 .227 .303 .180 .309 -.036 .097 

I have too much 

to do at work 

.116 .186 .090 .188 .153 -.026 .227 -.045 .026 .232 .184 

I often feel that I 

do not know 

what is going on 

with the 

organization 

.197 .203 .230 .170 .331 .496 .095 .242 .391 .331 .328 

There are 

benefits we do 

not have which 

we should have 

.328 .335 .192 .224 .346 .227 .211 .095 .274 .111 .186 

I have too much 

paperwork 

-.029 -.044 .027 .105 .282 .230 .036 .181 .157 .251 .098 

I do not feel my 

efforts are 

rewarded the 

way they should 

.412 .329 .242 .448 .383 .186 .282 .215 .289 .087 .277 

There is too 

much bickering 

and fighting at 

work 

.057 .178 .043 .113 .212 .217 -.001 .151 .178 .248 .145 

Work 

assignments are 

not fully 

explained 

.056 .126 .051 .183 .248 .279 -.068 .219 .280 .184 .254 

My supervisor is 

quite competent 

in doing his/her 

job. 

.194 .101 .073 .171 .122 .178 .090 .479 .282 .211 .083 
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When I do a 

good job, I 

receive the 

recognition for it 

that I should 

receive. 

.493 .399 .312 .226 .206 .087 .089 .061 .348 .041 .289 

I like the people 

I work with. 

.184 .136 .040 .012 .273 .418 -.113 .309 .298 .154 -.077 

Communications 

seem good 

within this 

organization. 

.328 .302 .284 .120 .272 .135 -.003 .141 .265 -.038 .305 

Those who do 

well on the job 

stand a fair 

chance of being 

promoted. 

.423 .264 .433 .296 .337 .230 .192 .144 .323 .053 .160 

The benefits we 

receive are as 

good as most 

other 

organizations 

offer. 

.487 .386 .462 .559 .351 .202 .267 .110 .269 .077 .304 

I like doing the 

things I do at 

work. 

.234 .252 .209 .122 .159 .201 -.012 .140 .110 -.018 -.014 

People get 

ahead as fast 

here as they do 

in other places. 

.420 .398 .440 .236 .203 .165 .134 .086 .319 .125 .165 

The benefit 

package we 

have is fair. 

.499 .272 .273 .505 .334 .143 .229 .184 .332 .081 .184 

I enjoy my 

coworkers. 

-.045 .196 .012 .029 .038 .083 .015 .167 .138 .164 -.033 

I feel a sense of 

pride in doing 

my job. 

.087 .326 .344 .249 .356 .324 -.023 .283 .345 .094 .243 

I like my 

supervisor. 

.162 .369 .259 .232 .224 .144 .087 .449 .267 .149 .105 
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I am satisfied 

with my chances 

for promotion. 

.349 .426 .379 .221 .187 .168 .283 .131 .357 .012 .106 

My job is 

enjoyable. 

.292 .318 .288 .239 .291 .345 .060 .233 .293 .184 .214 

My co-workers 

are satisfied with 

the job, so am I 

.412 .410 .236 .233 .143 .170 .057 .012 .258 -.078 .025 

My efforts to do 

a good job are 

rarely blocked 

by official rules. 

-.043 .049 -.313 -.155 -.412 -.262 -.024 -.265 -.217 -.320 -.177 

 

Inter-Item Correlation Matrix 

 I feel 

unappr

eciated 

by the 

organiz

ation 

when I 

think 

about 

what 

they 

pay me  

My 

supervi

sor 

shows 

too little 

interest 

in the 

feelings 

of 

subordi

nates 

There 

are few 

reward 

for 

those 

who 

work 

here 

I have 

too 

much 

to do at 

work 

I often 

feel 

that I 

do not 

know 

what is 

going 

on with 

the 

organiz

ation 

There 

are 

benefit 

we do 

not 

have 

which 

we 

should 

have 

I have 

too 

much 

paperw

ork 

I don’t 

feel my 

efforts 

are 

reward

ed the 

way 

they 

should 

be 

There 

is too 

much 

bickerin

g and 

fighting 

at work 

Work 

assign

ments 

are not 

fully 

explain

ed 

My 

superviso

r is quite 

compete

nt in 

doing 

his/her 

job. 

I feel I am being 

paid a fair 

amount for the 

work I do. 

.326 .082 .116 .116 .197 .328 -.029 .412 .057 .056 .194 

I feel satisfied 

with my chances 

for salary 

increases. 

.294 .263 .229 .186 .203 .335 -.044 .329 .178 .126 .101 

There is really 

too little chance 

for promotion on 

my job 

.194 .175 .286 .090 .230 .192 .027 .242 .043 .051 .073 
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I am satisfied 

with the benefits 

I receive 

.346 .179 .246 .188 .170 .224 .105 .448 .113 .183 .171 

Many of our 

rules and 

procedures 

make doing a 

good job difficult 

.245 .199 .236 .153 .331 .346 .282 .383 .212 .248 .122 

I sometimes feel 

my job is 

meaningless 

.251 .159 .227 -.026 .496 .227 .230 .186 .217 .279 .178 

Raises are too 

few and far 

between 

.412 .151 .303 .227 .095 .211 .036 .282 -.001 -.068 .090 

My supervisor is 

unfair to me 

.210 .385 .180 -.045 .242 .095 .181 .215 .151 .219 .479 

I do not feel that 

the work I do is 

appreciated 

.355 .278 .309 .026 .391 .274 .157 .289 .178 .280 .282 

I find I have to 

work harder at 

my job because 

of the 

incompetence of 

the people I 

work with 

.251 .244 -.036 .232 .331 .111 .251 .087 .248 .184 .211 

The goals of the 

organization are 

not clear to me 

.298 .104 .097 .184 .328 .186 .098 .277 .145 .254 .083 

I feel 

unappreciated 

by the 

organization 

when I think 

about what they 

pay me 

1.000 .159 .305 .352 .243 .313 .112 .483 .202 .136 .240 
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My supervisor 

shows too little 

interest in the 

feeling of 

subordinates 

.159 1.000 .140 .105 .303 .308 .175 .339 .214 .170 .392 

There are few 

rewards for 

those who work 

here 

.305 .140 1.000 .131 .107 .394 .135 .378 .168 .060 .127 

I have too much 

to do at work 

.352 .105 .131 1.000 .001 .237 .208 .266 .148 -.029 .102 

I often feel that I 

do not know 

what is going on 

with the 

organization 

.243 .303 .107 .001 1.000 .250 .104 .222 .419 .236 .243 

There are 

benefits we do 

not have which 

we should have 

.313 .308 .394 .237 .250 1.000 .207 .535 .118 .081 .063 

I have too much 

paperwork 

.112 .175 .135 .208 .104 .207 1.000 .273 .120 .287 .134 

I do not feel my 

efforts are 

rewarded the 

way they should 

.483 .339 .378 .266 .222 .535 .273 1.000 .186 .052 .319 

There is too 

much bickering 

and fighting at 

work 

.202 .214 .168 .148 .419 .118 .120 .186 1.000 .331 .249 

Work 

assignments are 

not fully 

explained 

.136 .170 .060 -.029 .236 .081 .287 .052 .331 1.000 .162 

My supervisor is 

quite competent 

in doing his/her 

job. 

.240 .392 .127 .102 .243 .063 .134 .319 .249 .162 1.000 
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When I do a 

good job, I 

receive the 

recognition for it 

that I should 

receive. 

.277 .122 .123 .190 .189 .249 .154 .492 .084 .087 .188 

I like the people 

I work with. 

.101 .253 -.053 -.085 .311 .079 .214 .076 .278 .158 .309 

Communications 

seem good 

within this 

organization. 

-.010 .022 .062 .097 .263 -.027 .133 .129 .171 .072 .084 

Those who do 

well on the job 

stand a fair 

chance of being 

promoted. 

.266 .083 .255 .025 .226 .285 .083 .388 .123 .020 .295 

The benefits we 

receive are as 

good as most 

other 

organizations 

offer. 

.342 .174 .309 .136 .188 .397 .006 .505 .064 .090 .080 

I like doing the 

things I do at 

work. 

.025 .087 .006 -.012 .175 -.056 .084 .012 .156 .075 .202 

People get 

ahead as fast 

here as they do 

in other places. 

.301 .258 .214 .158 .232 .245 .199 .352 .089 .058 .132 

The benefit 

package we 

have is fair. 

.385 .305 .255 .118 .239 .397 .172 .575 .128 .107 .222 

I enjoy my 

coworkers. 

.010 .248 .011 .053 .252 .017 .167 .016 .350 .158 .199 

I feel a sense of 

pride in doing 

my job. 

.110 .273 .275 -.009 .306 .167 .098 .188 .156 .285 .252 

I like my 

supervisor. 

.055 .599 .117 .067 .290 .198 .100 .279 .208 .175 .465 
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I am satisfied 

with my chances 

for promotion. 

.354 .211 .207 .015 .206 .303 .007 .351 .031 .091 .241 

My job is 

enjoyable. 

.237 .252 .069 .010 .320 .023 .158 .164 .230 .288 .201 

My co-workers 

are satisfied with 

the job, so am I 

.209 .225 .080 .087 .239 .268 .001 .316 .156 -.019 .211 

My efforts to do 

a good job are 

rarely blocked 

by official rules. 

-.019 -.191 -.155 .033 -.141 -.130 -.334 -.179 -.100 -.173 -.284 

 

Inter-Item Correlation Matrix 

 When I 

do a 

good job, 

I receive 

the 

recognitio

n for it 

that I 

should 

receive. 

I like the 

people I 

work 

with. 

Communi

cations 

seem 

good 

within this 

organizati

on. 

Those 

who do 

well on 

the job 

stand a 

fair 

chance of 

being 

promoted

. 

The 

benefits 

we 

receive 

are as 

good as 

most 

other 

organizati

ons offer. 

I like 

doing the 

things I 

do at 

work. 

People 

get 

ahead as 

fast here 

as they 

do in 

other 

places. 

The 

benefit 

package 

we have 

is fair. 

I enjoy 

my 

coworker

s. 

I feel I am being 

paid a fair 

amount for the 

work I do. 

.493 .184 .328 .423 .487 .234 .420 .499 -.045 

I feel satisfied 

with my chances 

for salary 

increases. 

.399 .136 .302 .264 .386 .252 .398 .272 .196 

There is really 

too little chance 

for promotion on 

my job 

.312 .040 .284 .433 .462 .209 .440 .273 .012 

I am satisfied 

with the benefits 

I receive 

.226 .012 .120 .296 .559 .122 .236 .505 .029 
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Many of our 

rules and 

procedures 

make doing a 

good job difficult 

.206 .273 .272 .337 .351 .159 .203 .334 .038 

I sometimes feel 

my job is 

meaningless 

.087 .418 .135 .230 .202 .201 .165 .143 .083 

Raises are too 

few and far 

between 

.089 -.113 -.003 .192 .267 -.012 .134 .229 .015 

My supervisor is 

unfair to me 

.061 .309 .141 .144 .110 .140 .086 .184 .167 

I do not feel that 

the work I do is 

appreciated 

.348 .298 .265 .323 .269 .110 .319 .332 .138 

I find I have to 

work harder at 

my job because 

of the 

incompetence of 

the people I 

work with 

.041 .154 -.038 .053 .077 -.018 .125 .081 .164 

The goals of the 

organization are 

not clear to me 

.289 -.077 .305 .160 .304 -.014 .165 .184 -.033 

I feel 

unappreciated 

by the 

organization 

when I think 

about what they 

pay me 

.277 .101 -.010 .266 .342 .025 .301 .385 .010 

My supervisor 

shows too little 

interest in the 

feeling of 

subordinates 

.122 .253 .022 .083 .174 .087 .258 .305 .248 
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There are few 

rewards for 

those who work 

here 

.123 -.053 .062 .255 .309 .006 .214 .255 .011 

I have too much 

to do at work 

.190 -.085 .097 .025 .136 -.012 .158 .118 .053 

I often feel that I 

do not know 

what is going on 

with the 

organization 

.189 .311 .263 .226 .188 .175 .232 .239 .252 

There are 

benefits we do 

not have which 

we should have 

.249 .079 -.027 .285 .397 -.056 .245 .397 .017 

I have too much 

paperwork 

.154 .214 .133 .083 .006 .084 .199 .172 .167 

I do not feel my 

efforts are 

rewarded the 

way they should 

.492 .076 .129 .388 .505 .012 .352 .575 .016 

There is too 

much bickering 

and fighting at 

work 

.084 .278 .171 .123 .064 .156 .089 .128 .350 

Work 

assignments are 

not fully 

explained 

.087 .158 .072 .020 .090 .075 .058 .107 .158 

My supervisor is 

quite competent 

in doing his/her 

job. 

.188 .309 .084 .295 .080 .202 .132 .222 .199 

When I do a 

good job, I 

receive the 

recognition for it 

that I should 

receive. 

1.000 .136 .476 .557 .501 .038 .400 .535 .006 
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I like the people I 

work with. 

.136 1.000 .164 .159 .041 .263 .204 .166 .384 

Communications 

seem good 

within this 

organization. 

.476 .164 1.000 .286 .282 .183 .233 .287 .109 

Those who do 

well on the job 

stand a fair 

chance of being 

promoted. 

.557 .159 .286 1.000 .548 .045 .380 .463 -.068 

The benefits we 

receive are as 

good as most 

other 

organizations 

offer. 

.501 .041 .282 .548 1.000 .052 .393 .589 -.027 

I like doing the 

things I do at 

work. 

.038 .263 .183 .045 .052 1.000 .197 .064 .222 

People get 

ahead as fast 

here as they do 

in other places. 

.400 .204 .233 .380 .393 .197 1.000 .461 .176 

The benefit 

package we 

have is fair. 

.535 .166 .287 .463 .589 .064 .461 1.000 .157 

I enjoy my 

coworkers. 

.006 .384 .109 -.068 -.027 .222 .176 .157 1.000 

I feel a sense of 

pride in doing 

my job. 

.164 .387 .232 .210 .310 .341 .229 .348 .295 

I like my 

supervisor. 

.162 .305 .189 .124 .284 .246 .331 .297 .384 

I am satisfied 

with my chances 

for promotion. 

.379 .131 .255 .428 .399 .179 .306 .377 -.065 

My job is 

enjoyable. 

.271 .299 .398 .118 .284 .406 .397 .328 .207 
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My co-workers 

are satisfied with 

the job, so am I 

.403 .276 .211 .361 .361 .204 .408 .435 .135 

My efforts to do 

a good job are 

rarely blocked by 

official rules. 

.018 -.147 -.111 -.173 -.132 -.011 -.114 -.135 .089 

 

Inter-Item Correlation Matrix 

 I feel a sense 

of pride in 

doing my job. 

I like my 

supervisor. 

I am satisfied 

with my 

chances for 

promotion. 

My job is 

enjoyable. 

My co-

workers are 

satisfied with 

the job, so am 

I 

My efforts to 

do a good job 

are rarely 

blocked by 

official rules. 

I feel I am being paid a 

fair amount for the work 

I do. 

.087 .162 .349 .292 .412 -.043 

I feel satisfied with my 

chances for salary 

increases. 

.326 .369 .426 .318 .410 .049 

There is really too little 

chance for promotion 

on my job 

.344 .259 .379 .288 .236 -.313 

I am satisfied with the 

benefits I receive 

.249 .232 .221 .239 .233 -.155 

Many of our rules and 

procedures make doing 

a good job difficult 

.356 .224 .187 .291 .143 -.412 

I sometimes feel my job 

is meaningless 

.324 .144 .168 .345 .170 -.262 

Raises are too few and 

far between 

-.023 .087 .283 .060 .057 -.024 

My supervisor is unfair 

to me 

.283 .449 .131 .233 .012 -.265 

I do not feel that the 

work I do is appreciated 

.345 .267 .357 .293 .258 -.217 
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I find I have to work 

harder at my job 

because of the 

incompetence of the 

people I work with 

.094 .149 .012 .184 -.078 -.320 

The goals of the 

organization are not 

clear to me 

.243 .105 .106 .214 .025 -.177 

I feel unappreciated by 

the organization when I 

think about what they 

pay me 

.110 .055 .354 .237 .209 -.019 

My supervisor shows 

too little interest in the 

feeling of subordinates 

.273 .599 .211 .252 .225 -.191 

There are few rewards 

for those who work here 

.275 .117 .207 .069 .080 -.155 

I have too much to do at 

work 

-.009 .067 .015 .010 .087 .033 

I often feel that I do not 

know what is going on 

with the organization 

.306 .290 .206 .320 .239 -.141 

There are benefits we 

do not have which we 

should have 

.167 .198 .303 .023 .268 -.130 

I have too much 

paperwork 

.098 .100 .007 .158 .001 -.334 

I do not feel my efforts 

are rewarded the way 

they should 

.188 .279 .351 .164 .316 -.179 

There is too much 

bickering and fighting at 

work 

.156 .208 .031 .230 .156 -.100 

Work assignments are 

not fully explained 

.285 .175 .091 .288 -.019 -.173 

My supervisor is quite 

competent in doing 

his/her job. 

.252 .465 .241 .201 .211 -.284 
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When I do a good job, I 

receive the recognition 

for it that I should 

receive. 

.164 .162 .379 .271 .403 .018 

I like the people I work 

with. 

.387 .305 .131 .299 .276 -.147 

Communications seem 

good within this 

organization. 

.232 .189 .255 .398 .211 -.111 

Those who do well on 

the job stand a fair 

chance of being 

promoted. 

.210 .124 .428 .118 .361 -.173 

The benefits we receive 

are as good as most 

other organizations 

offer. 

.310 .284 .399 .284 .361 -.132 

I like doing the things I 

do at work. 

.341 .246 .179 .406 .204 -.011 

People get ahead as 

fast here as they do in 

other places. 

.229 .331 .306 .397 .408 -.114 

The benefit package we 

have is fair. 

.348 .297 .377 .328 .435 -.135 

I enjoy my coworkers. .295 .384 -.065 .207 .135 .089 

I feel a sense of pride in 

doing my job. 

1.000 .346 .271 .455 .338 -.208 

I like my supervisor. .346 1.000 .238 .438 .233 -.142 

I am satisfied with my 

chances for promotion. 

.271 .238 1.000 .421 .467 -.145 

My job is enjoyable. .455 .438 .421 1.000 .240 -.200 

My co-workers are 

satisfied with the job, so 

am I 

.338 .233 .467 .240 1.000 .041 

My efforts to do a good 

job are rarely blocked 

by official rules. 

-.208 -.142 -.145 -.200 .041 1.000 
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Item-Total Statistics 

 Scale Mean if 

Item Deleted 

Scale Variance 

if Item Deleted 

Corrected Item-

Total 

Correlation 

Squared 

Multiple 

Correlation 

Cronbach's 

Alpha if Item 

Deleted 

I feel I am being paid a fair 

amount for the work I do. 

128.42 606.776 .507 .676 .896 

I feel satisfied with my 

chances for salary 

increases. 

128.46 605.670 .533 .585 .896 

There is really too little 

chance for promotion on my 

job 

128.93 611.451 .468 .560 .897 

I am satisfied with the 

benefits I receive 

128.88 607.121 .495 .518 .896 

Many of our rules and 

procedures make doing a 

good job difficult 

128.34 608.313 .513 .574 .896 

I sometimes feel my job is 

meaningless 

127.15 610.933 .452 .594 .897 

Raises are too few and far 

between 

128.67 621.396 .302 .488 .899 

My supervisor is unfair to 

me 

127.34 618.842 .374 .520 .898 

I do not feel that the work I 

do is appreciated 

128.01 600.710 .585 .534 .895 

I find I have to work harder 

at my job because of the 

incompetence of the people 

I work with 

127.69 625.550 .259 .536 .900 

The goals of the 

organization are not clear to 

me 

127.64 615.837 .368 .515 .898 

I feel unappreciated by the 

organization when I think 

about what they pay me 

128.42 607.010 .510 .609 .896 

My supervisor shows too 

little interest in the feeling of 

subordinates 

128.18 610.966 .441 .506 .897 

There are few rewards for 

those who work here 

128.45 617.842 .360 .473 .898 
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I have too much to do at 

work 

128.40 630.205 .226 .406 .900 

I often feel that I do not 

know what is going on with 

the organization 

128.21 608.725 .505 .518 .896 

There are benefits we do 

not have which we should 

have 

129.27 611.445 .455 .572 .897 

I have too much paperwork 127.93 625.822 .248 .509 .900 

I do not feel my efforts are 

rewarded the way they 

should 

128.85 600.192 .607 .672 .894 

There is too much bickering 

and fighting at work 

127.99 616.037 .336 .475 .899 

Work assignments are not 

fully explained 

127.89 626.012 .282 .436 .899 

My supervisor is quite 

competent in doing his/her 

job. 

127.30 616.063 .403 .614 .898 

When I do a good job, I 

receive the recognition for it 

that I should receive. 

127.95 602.788 .533 .680 .896 

I like the people I work with. 127.02 625.450 .353 .578 .898 

Communications seem 

good within this 

organization. 

127.67 618.480 .376 .581 .898 

Those who do well on the 

job stand a fair chance of 

being promoted. 

128.37 604.543 .511 .630 .896 

The benefits we receive are 

as good as most other 

organizations offer. 

128.70 599.434 .593 .659 .895 

I like doing the things I do at 

work. 

127.28 629.201 .264 .422 .899 

People get ahead as fast 

here as they do in other 

places. 

128.63 605.197 .538 .538 .896 

The benefit package we 

have is fair. 

128.51 597.807 .630 .688 .894 

I enjoy my coworkers. 127.28 631.661 .243 .473 .900 
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I feel a sense of pride in 

doing my job. 

127.69 606.994 .498 .634 .896 

I like my supervisor. 127.52 609.609 .498 .661 .896 

I am satisfied with my 

chances for promotion. 

128.45 603.854 .502 .584 .896 

My job is enjoyable. 127.59 610.725 .523 .638 .896 

My co-workers are satisfied 

with the job, so am I 

128.53 610.868 .468 .536 .897 

My efforts to do a good job 

are rarely blocked by official 

rules. 

128.25 667.384 -.299 .541 .908 

 
Organizational Commitment 

 

 

a. Listwise deletion based on all variables in the 

procedure. 

 

Reliability Statistics 

Cronbach's 

Alpha 

Cronbach's 

Alpha Based on 

Standardized 

Items 

N of Items 

.604 .603 15 

 

Item Statistics 

Case Processing Summary 

 N % 

Cases 

Valid 192 96.0 

Excludeda 8 4.0 

Total 200 100.0 
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 Mean Std. Deviation N 

I am willing to put in a great deal of effort 

beyond that normally expected in order to help 

this organization to be successful because my 

co-workers are doing same 

2.80 1.692 192 

My co-workers talk up this organization to their 

friends as a great organization to work for so I 

also do same 

3.81 1.597 192 

I feel very little loyalty to this organization 4.46 1.672 192 

I would accept almost any type of job 

assignment in order to keep working for this 

organization 

4.25 1.769 192 

I find that my values and the organization’s 

values are very similar 

3.56 1.561 192 

I am proud to tell others that I am part of this 

organization 

2.83 1.430 192 

I could just as well be working for a different 

organization as long as the type of work was 

similar 

3.37 1.419 192 

This organization really inspires the very best 

in me in the way of job performance 

3.23 1.579 192 

It would take very little change in my present 

circumstances to cause me to leave this 

organization 

3.98 1.523 192 

I am extremely glad that I chose this 

organization to work for over others I was 

considering 

3.23 1.451 192 

There is not too much to be gained by sticking 

with this organization indefinitely 

4.02 1.623 192 

Often I find it difficult to agree with this 

organization’s policies on important matters 

relating to its employees 

3.73 1.500 192 
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My co-workers care about the fate of this 

organization so I also care 

3.91 1.482 192 

For me this is the best of all possible 

organizations for which to work 

3.96 1.713 192 

Deciding to work for this organization was a 

definite mistake on my part 

5.05 1.594 192 
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Inter-Item Correlation Matrix 

 I am 

willing to 

put in a 

great 

deal of 

effort 

beyond 

that 

normally 

expecte

d in 

order to 

help this 

organiza

tion to 

be 

successf

ul 

because 

my co-

workers 

are 

doing 

same 

My co-

workers 

talk up 

this 

organiza

tion to 

their 

friends 

as a 

great 

organiza

tion to 

work for 

so I also 

do same 

I feel 

very little 

loyalty to 

this 

organiza

tion 

I would 

accept 

almost 

any type 

of job 

assignm

ent in 

order to 

keep 

working 

for this 

organiza

tion 

I find 

that my 

values 

and the 

organiza

tion’s 

values 

are very 

similar 

I am 

proud to 

tell others 

that I am 

part of 

this 

organizati

on 

I could 

just as 

well be 

working 

for a 

different 

organiza

tion as 

long as 

the type 

of work 

was 

similar 

This 

organiza

tion 

really 

inspires 

the very 

best in 

me in 

the way 

of job 

performa

nce 

It would 

take 

very little 

change 

in my 

present 

circumst

ances to 

cause 

me to 

leave 

this 

organiza

tion 

I am willing to 

put in a great 

deal of effort 

beyond that 

normally 

expected in 

order to help 

this 

organization to 

be successful 

because my co-

workers are 

doing same 

1.000 .608 .013 .285 .162 .246 .249 .267 .135 

My co-workers 

talk up this 

organization to 

their friends as 

.608 1.000 -.070 .230 .259 .236 .049 .244 .016 
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a great 

organization to 

work for so I 

also do same 

I feel very little 

loyalty to this 

organization 

.013 -.070 1.000 -.060 -.272 -.224 -.023 -.213 .013 

I would accept 

almost any type 

of job 

assignment in 

order to keep 

working for this 

organization 

.285 .230 -.060 1.000 .389 .308 .126 .286 .147 

I find that my 

values and the 

organization’s 

values are very 

similar 

.162 .259 -.272 .389 1.000 .467 .055 .539 -.036 

I am proud to 

tell others that I 

am part of this 

organization 

.246 .236 -.224 .308 .467 1.000 .134 .534 -.085 

I could just as 

well be working 

for a different 

organization as 

long as the type 

of work was 

similar 

.249 .049 -.023 .126 .055 .134 1.000 .052 .172 

This 

organization 

really inspires 

the very best in 

me in the way 

.267 .244 -.213 .286 .539 .534 .052 1.000 -.014 
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of job 

performance 

It would take 

very little 

change in my 

present 

circumstances 

to cause me to 

leave this 

organization 

.135 .016 .013 .147 -.036 -.085 .172 -.014 1.000 

I am extremely 

glad that I 

chose this 

organization to 

work for over 

others I was 

considering 

.166 .279 -.234 .290 .581 .546 .002 .678 .004 

There is not too 

much to be 

gained by 

sticking with this 

organization 

indefinitely 

.098 -.148 .347 -.012 -.262 -.310 .259 -.122 .263 

Often I find it 

difficult to agree 

with this 

organization’s 

policies on 

important 

matters relating 

to its employees 

.189 -.144 .288 -.110 -.183 -.211 .195 -.218 .030 

My co-workers 

care about the 

fate of this 

organization so 

I also care 

.264 .369 -.083 .204 .275 .250 -.059 .228 .152 
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Inter-Item Correlation Matrix 

 I am 

extremely 

glad that I 

chose this 

organization 

to work for 

over others I 

was 

considering 

There is not 

too much to 

be gained by 

sticking with 

this 

organization 

indefinitely 

Often I find it 

difficult to 

agree with 

this 

organization’

s policies on 

important 

matters 

relating to its 

employees 

My co-

workers care 

about the 

fate of this 

organization 

so I also care 

For me this is 

the best of all 

possible 

organizations 

for which to 

work 

Deciding to 

work for this 

organization 

was a 

definite 

mistake on 

my part 

I am willing to put in a 

great deal of effort 

beyond that normally 

expected in order to 

help this organization 

to be successful 

because my co-

workers are doing 

same 

.166 .098 .189 .264 .169 -.177 

For me this is 

the best of all 

possible 

organizations 

for which to 

work 

.169 .275 -.182 .285 .362 .378 -.087 .487 .108 

Deciding to 

work for this 

organization 

was a definite 

mistake on my 

part 

-.177 -.177 .297 -.118 -.243 -.453 .005 -.450 .005 
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My co-workers talk up 

this organization to 

their friends as a great 

organization to work for 

so I also do same 

.279 -.148 -.144 .369 .275 -.177 

I feel very little loyalty 

to this organization 

-.234 .347 .288 -.083 -.182 .297 

I would accept almost 

any type of job 

assignment in order to 

keep working for this 

organization 

.290 -.012 -.110 .204 .285 -.118 

I find that my values 

and the organization’s 

values are very similar 

.581 -.262 -.183 .275 .362 -.243 

I am proud to tell 

others that I am part of 

this organization 

.546 -.310 -.211 .250 .378 -.453 

I could just as well be 

working for a different 

organization as long as 

the type of work was 

similar 

.002 .259 .195 -.059 -.087 .005 

This organization really 

inspires the very best 

in me in the way of job 

performance 

.678 -.122 -.218 .228 .487 -.450 

It would take very little 

change in my present 

circumstances to 

cause me to leave this 

organization 

.004 .263 .030 .152 .108 .005 
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I am extremely glad 

that I chose this 

organization to work for 

over others I was 

considering 

1.000 -.202 -.311 .207 .551 -.533 

There is not too much 

to be gained by 

sticking with this 

organization 

indefinitely 

-.202 1.000 .432 -.150 -.139 .230 

Often I find it difficult to 

agree with this 

organization’s policies 

on important matters 

relating to its 

employees 

-.311 .432 1.000 -.190 -.330 .358 

My co-workers care 

about the fate of this 

organization so I also 

care 

.207 -.150 -.190 1.000 .343 -.189 

For me this is the best 

of all possible 

organizations for which 

to work 

.551 -.139 -.330 .343 1.000 -.335 

Deciding to work for 

this organization was a 

definite mistake on my 

part 

-.533 .230 .358 -.189 -.335 1.000 

 

Item-Total Statistics 

 Scale Mean if 

Item Deleted 

Scale Variance 

if Item Deleted 

Corrected Item-

Total 

Correlation 

Squared 

Multiple 

Correlation 

Cronbach's 

Alpha if Item 

Deleted 
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I am willing to put in a 

great deal of effort beyond 

that normally expected in 

order to help this 

organization to be 

successful because my co-

workers are doing same 

53.41 66.829 .509 .553 .522 

My co-workers talk up this 

organization to their friends 

as a great organization to 

work for so I also do same 

52.39 70.941 .383 .499 .549 

I feel very little loyalty to 

this organization 

51.74 82.987 -.066 .222 .629 

I would accept almost any 

type of job assignment in 

order to keep working for 

this organization 

51.95 68.317 .422 .260 .538 

I find that my values and 

the organization’s values 

are very similar 

52.64 71.216 .385 .496 .550 

I am proud to tell others 

that I am part of this 

organization 

53.37 73.554 .334 .481 .561 

I could just as well be 

working for a different 

organization as long as the 

type of work was similar 

52.83 76.684 .205 .211 .581 

This organization really 

inspires the very best in 

me in the way of job 

performance 

52.97 70.041 .426 .558 .542 
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It would take very little 

change in my present 

circumstances to cause me 

to leave this organization 

52.22 76.968 .168 .172 .607 

I am extremely glad that I 

chose this organization to 

work for over others I was 

considering 

52.97 72.329 .379 .645 .553 

There is not too much to 

be gained by sticking with 

this organization 

indefinitely 

52.19 79.619 .053 .408 .608 

Often I find it difficult to 

agree with this 

organization’s policies on 

important matters relating 

to its employees 

52.47 82.313 -.029 .407 .618 

My co-workers care about 

the fate of this organization 

so I also care 

52.29 73.841 .304 .267 .565 

For me this is the best of 

all possible organizations 

for which to work 

52.24 70.937 .343 .420 .555 

Deciding to work for this 

organization was a definite 

mistake on my part 

51.15 89.951 -.288 .425 .661 
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Appendix 6: Frequencies 

 

Statistics 

 Org. 

Comm. 

Turnover Job 

Satisfaction 

Workplace 

Opportunity 

N 

Valid 197 198 163 197 

Missing 3 2 37 3 

Mean 32.40 10.98 131.66 41.03 

Median 33.00 11.00 129.00 42.00 

Std. Deviation 7.539 4.154 25.437 7.183 

Minimum 13 4 64 12 

Maximum 59 20 212 57 

 

Frequency Table 

Organizational Commitment 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

13 2 1.0 1.0 1.0 

16 2 1.0 1.0 2.0 

17 2 1.0 1.0 3.0 

18 4 2.0 2.0 5.1 

20 2 1.0 1.0 6.1 

21 3 1.5 1.5 7.6 

22 6 3.0 3.0 10.7 
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23 7 3.5 3.6 14.2 

24 4 2.0 2.0 16.2 

25 6 3.0 3.0 19.3 

27 7 3.5 3.6 22.8 

28 11 5.5 5.6 28.4 

29 10 5.0 5.1 33.5 

30 9 4.5 4.6 38.1 

31 8 4.0 4.1 42.1 

32 10 5.0 5.1 47.2 

33 11 5.5 5.6 52.8 

34 12 6.0 6.1 58.9 

35 14 7.0 7.1 66.0 

36 12 6.0 6.1 72.1 

37 9 4.5 4.6 76.6 

38 8 4.0 4.1 80.7 

39 5 2.5 2.5 83.2 

40 12 6.0 6.1 89.3 

41 4 2.0 2.0 91.4 

42 4 2.0 2.0 93.4 

43 1 .5 .5 93.9 

44 2 1.0 1.0 94.9 

45 2 1.0 1.0 95.9 

46 2 1.0 1.0 97.0 
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47 2 1.0 1.0 98.0 

48 1 .5 .5 98.5 

50 2 1.0 1.0 99.5 

59 1 .5 .5 100.0 

Total 197 98.5 100.0  

Missing System 3 1.5   

Total 200 100.0   

 

Turnover Intentions 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

4 16 8.0 8.1 8.1 

5 8 4.0 4.0 12.1 

6 12 6.0 6.1 18.2 

7 9 4.5 4.5 22.7 

8 10 5.0 5.1 27.8 

9 13 6.5 6.6 34.3 

10 19 9.5 9.6 43.9 

11 30 15.0 15.2 59.1 

12 14 7.0 7.1 66.2 

13 10 5.0 5.1 71.2 

14 10 5.0 5.1 76.3 

15 10 5.0 5.1 81.3 
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16 19 9.5 9.6 90.9 

17 5 2.5 2.5 93.4 

18 8 4.0 4.0 97.5 

19 2 1.0 1.0 98.5 

20 3 1.5 1.5 100.0 

Total 198 99.0 100.0  

Missing System 2 1.0   

Total 200 100.0   

 

Job Satisfaction 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

64 1 .5 .6 .6 

74 2 1.0 1.2 1.8 

78 1 .5 .6 2.5 

87 1 .5 .6 3.1 

88 1 .5 .6 3.7 

93 1 .5 .6 4.3 

94 2 1.0 1.2 5.5 

95 1 .5 .6 6.1 

96 3 1.5 1.8 8.0 

98 3 1.5 1.8 9.8 

100 2 1.0 1.2 11.0 
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101 1 .5 .6 11.7 

102 1 .5 .6 12.3 

104 2 1.0 1.2 13.5 

105 2 1.0 1.2 14.7 

107 3 1.5 1.8 16.6 

110 1 .5 .6 17.2 

111 5 2.5 3.1 20.2 

114 3 1.5 1.8 22.1 

115 1 .5 .6 22.7 

116 4 2.0 2.5 25.2 

117 1 .5 .6 25.8 

118 2 1.0 1.2 27.0 

119 4 2.0 2.5 29.4 

120 3 1.5 1.8 31.3 

121 2 1.0 1.2 32.5 

122 3 1.5 1.8 34.4 

123 4 2.0 2.5 36.8 

124 2 1.0 1.2 38.0 

126 9 4.5 5.5 43.6 

127 2 1.0 1.2 44.8 

128 7 3.5 4.3 49.1 

129 5 2.5 3.1 52.1 

130 4 2.0 2.5 54.6 
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131 4 2.0 2.5 57.1 

133 3 1.5 1.8 58.9 

134 1 .5 .6 59.5 

135 1 .5 .6 60.1 

136 3 1.5 1.8 62.0 

137 5 2.5 3.1 65.0 

138 2 1.0 1.2 66.3 

139 2 1.0 1.2 67.5 

141 2 1.0 1.2 68.7 

142 3 1.5 1.8 70.6 

143 1 .5 .6 71.2 

144 2 1.0 1.2 72.4 

147 3 1.5 1.8 74.2 

148 2 1.0 1.2 75.5 

150 2 1.0 1.2 76.7 

151 3 1.5 1.8 78.5 

152 2 1.0 1.2 79.8 

153 1 .5 .6 80.4 

154 5 2.5 3.1 83.4 

155 4 2.0 2.5 85.9 

156 3 1.5 1.8 87.7 

158 1 .5 .6 88.3 

159 1 .5 .6 89.0 
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161 1 .5 .6 89.6 

163 1 .5 .6 90.2 

164 1 .5 .6 90.8 

166 1 .5 .6 91.4 

167 1 .5 .6 92.0 

174 5 2.5 3.1 95.1 

177 1 .5 .6 95.7 

183 1 .5 .6 96.3 

186 1 .5 .6 96.9 

189 1 .5 .6 97.5 

191 2 1.0 1.2 98.8 

204 1 .5 .6 99.4 

212 1 .5 .6 100.0 

Total 163 81.5 100.0  

Missing System 37 18.5   

Total 200 100.0   

 

                        Workplace Friendship 

 Frequency Percent Valid Percent Cumulative 

Percent 

Valid 

12 1 .5 .5 .5 

19 2 1.0 1.0 1.5 

24 1 .5 .5 2.0 
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25 4 2.0 2.0 4.1 

27 1 .5 .5 4.6 

28 4 2.0 2.0 6.6 

29 1 .5 .5 7.1 

30 5 2.5 2.5 9.6 

32 3 1.5 1.5 11.2 

33 3 1.5 1.5 12.7 

34 1 .5 .5 13.2 

35 10 5.0 5.1 18.3 

36 12 6.0 6.1 24.4 

37 2 1.0 1.0 25.4 

38 7 3.5 3.6 28.9 

39 14 7.0 7.1 36.0 

40 11 5.5 5.6 41.6 

41 8 4.0 4.1 45.7 

42 11 5.5 5.6 51.3 

43 17 8.5 8.6 59.9 

44 16 8.0 8.1 68.0 

45 18 9.0 9.1 77.2 

46 9 4.5 4.6 81.7 

47 8 4.0 4.1 85.8 

48 7 3.5 3.6 89.3 

49 3 1.5 1.5 90.9 
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50 5 2.5 2.5 93.4 

51 4 2.0 2.0 95.4 

52 1 .5 .5 95.9 

53 1 .5 .5 96.4 

54 2 1.0 1.0 97.5 

55 2 1.0 1.0 98.5 

56 2 1.0 1.0 99.5 

57 1 .5 .5 100.0 

Total 197 98.5 100.0  

Missing System 3 1.5   

Total 200 100.0   
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