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ABSTRACT: The purpose of this paper is to present and test a model that identifies
employees work related attitudes enhances organizational goals in relationship with the
practices of Motivation, job security and job satisfaction in Bangladesh Commerce Bank Ltd.
This paper, therefore, aims to identify the relationship among the factors such as motivation,
job security and job satisfaction of employees works related feelings. The sample for this
study was the current employees of Bangladesh Commerce Bank Ltd. Printed questionnaires
were distributed among 18 respondents and all the questionnaires have been collected and
taken as the data for the research. The data has been analyzed with SPSS 17.0. In this study,
the Correlation value was satisfactory, which proved that the items of questionnaires are
appropriates with this study.
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INTRODUCTION

Bangladesh Commerce Bank Limited is one of the potential commercial bank of Bangladesh
with Private-Government share. BCBL is consistently supporting the economic activates of
the country since its inception in 1998. The bank covers all the areas of
corporate/commercial, retail/personal and SME banking business. Bangladesh Commerce
Bank Limited (BCBL) was established by the act no. 12 of 1997, passed by the Parliament of
the People’s Republic of Bangladesh. Subsequently on February 8, 1998 as per clause 7(7) of
act 12 of 1997, the Government constituted an 11 member Board of Directors to organize
BCBL and administer the affairs of the Bank in accordance with the Act. Bangladesh
Commerce Bank Limited was incorporated on June 1, 1998 as a public limited company
under the company act 1994, Banking Companies act 1991 and in accordance with the act no.
12 of 1997. The Bank formally started operation from September 16, 1999 with the slogan of
“A People’s Bank with a Mission”.

Having been registered with the Registrar of Joint Stock Companies (RJSC) and Firms with
the prior approval of Securities and Exchange Commission (SEC) Bangladesh Commerce
Bank Limited commenced banking operation with the opening of its Principal Branch at 19,
Rajuk Avenue, Motijheel Commercial Area, the financial hub of the capital city Dhaka on
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September 16, 1999. By the end of the accounting year1999, the other 23 branches in Dhaka,
Chittagong, Khulna, Sylhet metropolitan area and Bogra, Naogaon, Narayangonj started
functioning. At present BCBL is successfully running operation in 38 branches with its last
branch opened in Comilla. Export/Import/Foreign Exchange business is being done through
our A/D Branches. BCBL is also member of SWIFT. Import-Export, Foreign exchange,
remittance related activities are performed with SWIFT.

Objective:

I have determined my objectives behind preparing the report on the topic “A relational Study
on Job Satisfaction in the context of Bangladesh Commerce Bank Ltd (BCBL)”. This study iS
aimed at providing me invaluable practical knowledge about banking operation system in
Bangladesh. It will also help me to develop my concept of banking and its performance.

The objectives of preparing this report can be divided into two parts:

Major Objective:
Primary objective of the report is to know about employee’s performance & job satisfaction
of BCBL & to acquire practical knowledge about overall banking system.

Secondary Objective:
To study the employees perception towards organization.
To study the attitude of the employees towards their works.
To identify the factors that motivates the employees.
To identify that weather employees are loyal to their organization
To identify that weather employees are satisfied

LITERATURE REVIEW

This study effort to appraise job satisfaction of bank employees in Bangladesh. It centers on
the relative consequence of job satisfaction factors and their impacts on the overall job
satisfaction of officers. It also examines the impacts of bank type, work knowledge, age, and
sex differences on the attitudes to job Satisfaction. The result shows that salary, efficiency in
work, fringe supervision, and co-worker relation are the most vital factors connecting to job
satisfaction. Private bank employees have higher levels of job satisfaction than those from
public sectors as they like better facilities and supportive work environment. A work skill is
found as the next most significant factor moving job satisfaction. The overall job satisfaction
of the bank officers is at the positive level.

Motivation

Motivation features are recognized to intensively change whether or not individuals are
pleased with their jobs. Motivation has reserved people in crises going throughout centuries;
it has been the cause of increased standards of living, success, fortune, and satisfaction.
Behavior; the reason people do things. According to many, including Todes et al. (1977), the
role of motivation in the job atmosphere has huge importance. The major factors of
inspiration are one®s needs, rewards, wealth, determined goals, values and dignity (Vroom,
1990). Moreover, failure, achievement or else liability may motivate employees to carry out
forceful devotion to their work. . According to Huglin (2008), psychologist Frederick
Herzberg is one of the best-known theorists regarding workplace motivation. . Herzberg"s

2


http://www.ea-journals.org/

International Journal of Business and Management Review
Vol. 1 No. 4, pp. 1-.14 December 2013

Publish by European Centre for Research Training and Development UK (www.ea-journals.org)

two-factor theory of job satisfaction, which is also known as the motivation-hygiene theory
maintained that there are two types of needs that can lead to job satisfaction. Motivator-
Hygiene defines two factors, (Maidani, 1991). Theory Motivator Needs: internal to work
itself. If conditions are met, job satisfaction occurs-Job enrichment: expand a job to give
employee a greater role in planning, performing, and evaluating their work. Hygiene Needs:
Features of work environment. If not met, job dissatisfaction occurs. According to Watson
(1994) business has come to realize that a motivated and satisfied workforce can deliver
powerfully to the bottom line. Since employee performance is a joint function of ability and
motivation, one of management“s main tasks, therefore, is to motivate employees to perform
to the best of their skill (Moorhead & Griffin, 1998). More over motivation is the willingness
to exert a persistent and high level of effort towards organizational goals, conditioned by the
effort’s ability to satisfy some individual needs, ( Stephen , 2000; Decenzo, 2001).Employee
motivation is a major issue for any organization. Managers have always tried to motivate
their staff to perform tasks and duties to a high standard (Al-Alawi, 2005; Mullins, 1996, p.
520). According to MacMillan (2007, p. 207), “What motivates an individual is complex, and
the biggest mistake we can make is underestimating the magnitude of the human mind”.
According to Webster (2008), motivation can be defined in many different ways, one
definition explains that motivation can be defined as a stimulus, a drive or incentive in this
case, that drives individuals to accomplish personal and organizational goals.

Job Security

According to Herzberg (1968), job security is the area to which organization provides
constant services for its employees. Job security has been conceptualized as the amount to
which and worker could wait for to stay in the job for over a total period of time (Delery &
Doty, 1996).According to Davy et al. (1997) job security can be defined as one™s expectation
about continuity in a job situation. From their point of view, it includes concern over loss of
desirable job features such as lack of promotion opportunities, current working conditions,
and long-term career opportunities. Researcher identified job safety as one of the most
important mechanism of human resource practices (Pfeffer, 1995) which indicate
organizations commitment to their workforce, while there are evidences that job security
enhances employees™ organizational commitment(Chang & Chen, 2002; Meyer & Smith,
2000; Wong, Ngo, & Wong, 2002). There are some empirical evidences that show a
significant negative relationship between turnover intention and job security (Cotton &
Tuttle, 1986; Shaw et al. 1998; Batt & Valcour, 2003). Job security cannot solely give
employees job satisfaction Job security or insecurity reflects the degree to which employees
perceive their job to be threatened and feel powerless to do anything about it (Kinnunen,
Mauno, Natti, & Happonen; 2000; Chang, 2005). In this multi dimensional definition job
insecurity is caused not only by the threat of job loss but also by the loss of any dimension of
the job. Only those employees stay at job, which are skilled in giving reason and then
recognizing their career contentment and even if they are not satisfied they will try to adjust
because they are content with the career (Garton, 2007). According to Samuel and Chipunza
(2009), job security was found to be significantly influencing factor in employee retention in
both public and private organizations. They stated that there is strong evidence of an
association between job security and retention, thus it reduces employee turnover.

Job Satisfaction
A rising literature on developing countries addresses some of these issues by analyzing
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subjective wellbeing data related to employment. Job satisfaction is indeed becoming an
increasingly popular subject in the economic literature as it is found to be relevant to
understanding individuals® behavior and to predict labor market mobility (Freeman, 1978;
Clark,2001; Opkara, 2002). Economists have been particularly interested in investigating the
relationship of job satisfaction with other economic variables, including unionism (Borjas,
1979; Meng, 1990), income and education (Clark and Oswald, 1996; Blanchflower and
Freeman, 1997; McCue & Gianakis, 1997), and job security (Blanchflower and Oswald,
1999; Blanchflower and Oswald, 1998; Blanchflower, 2000; Clark and Blanchflower et al.,
2001). Job satisfaction is the employees cognitive, emotional, and evaluative reactions on the
way to their jobs (Greenberg & Baron, 1997; Robbins, 1998). In other words, it is the overall
positive affect or feelings that individuals have toward their jobs (Arnold & Feldman, 1986).
According to McCue and Gianakis (1997) the elements of job satisfaction includes the actual
work and its outcomes, or the intrinsic job satisfaction; pay, benefits, and other rewards
directly associated with doing the work, or the extrinsic job satisfaction; and the environment
in which the work is done, including relation with coworkers organizational culture, the
organization™s policies and procedures, participation in decision making, involvement with
the organization, and job status. Newstrom & Davis (2000) viewed job satisfaction as a set of
favorable and unfavorable feelings or emotions with which employees view their work.
Important aspects of job satisfaction may include- pay, one™s supervisors, the nature of tasks
performed, an employee“s co-workers or team, and the immediate working conditions
(George & Jones, 1996; Smith, Roberts, & Hulin, 1976; Newstrom & Davis, 2000;
Newstrom & Davis, 2000). According to Slocum &Woodman (1995) overall job satisfaction
is a collection of numerous attitude toward various aspects of the job, represents a general
attitude (Slocum &Woodman, 1995; George and Jones, 1996). Thus, when this attitude is
positive, employees are said to be satisfied and dissatisfied exists when the attitude is
negative (Moorhead & Griffin, 1989). Streers and Black (1994) viewed job satisfaction as a
pleasure or positive emotional state resulting from the appraisal of one™s job or job
experience. It results from the perception that an employee*s job actually provides what he or
she values in the work situation (Streers & Black, 1994).

Relationship between Motivation and Job Satisfaction

The relationship between job satisfaction and motivation at work has been one of the widely
researched areas in the field of management in relation to different professions, but in
Bangladesh very few studies have explored this concept especially on banking sectors
employees. Compensate is also a powerful method to bring motivation, because persons can
develop it to achieve their most wanted requirements. As a result, provide a reward that has a
huge collision in establishing employees™ carefulness and loyalty. Since employee
performance is a joint function of ability and motivation, one of managements primary
tasks, therefore, is to motivate employees to perform to the best of their ability (Hulin and
Smith, 1964; Moorhead & Griffin, 1998). Schultz and Schultz (1998) held the view that job
satisfaction encompasses the positive and negative feelings and attitudes people hold about
their jobs, and that these depend on many work-related characteristics, but also on personal
characteristics, such as age, gender, health and social relationships. According to Cooke
(1999) and Fisher (2005), currency is measured to be the wealth motivator for workers.
Conversely revised have shown that pay does not seem to improve efficiency levels in the
stretched term and money does not improve performance (Whitley, Pearson & Chatterjee ,
2002).Job satisfaction of the managers who have an important place as forerunners of the
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society will affect the quality of the service rendered.

According to Sempane, Rieger & Roodt (2002), “Job satisfaction relates to peoples own
evaluation of their jobs against those issues that are important to them.” Additionally, this
knows how to decline employees™ attitude in which they may work simply in the attention of
high pay.pay is not only the most important reinforce, other on-financial factors such as
rewards, social acknowledgment and presentation feedbacks are also found to be positive
motivational factors (Smith & Rupp, Spector, Nguyen,Taylor, & Bradley,2003). According
to statistical data from Covalence for the 2007, shows that IBM received the highest score for
the most favorable working condition. Following to this, Anglo American, Cisco systems,
Alcoa Inc, Unilever, Ford, Shell and Pepsi Co are the most prominent corporate examples in
their industries due to the major investment in employee motivation, job security and paying
high remuneration. Consequently, the vastly loyal, skillful and motivated employees will
absolutely make massive economic earnings and on the other way suit customers®
requirements and happiness. Such as one employee may be aggravated in his work to earn
upper commission, whereas another employee may be more fascinated for its satisfaction or
the surrounding environment solely (According to Syptak, Marsland, & Ulmer (1999), these
factors can show the way to dissatisfaction condition they are not healthy managed, but they
can not at all guide to positive feelings towards work. Absolutely not, the motivators, such as
determined for development, accomplishment, appreciation and individual appearance, can
create positive approach of job satisfaction.

Relationship between Job Security and Job Satisfaction

The private banks specifically created a cutthroat competition by launching new and new
products and services regularly to gain more market share. The employment patterns in the
banking sector changed abruptly and it became a high volatile market. Today, job security is
perceived as an indispensable right of an employee which guarantees that the employee and
his/her family will not be deprived of their income and maintains an honorable life. Thus,
employees consider the condition of job security just at the beginning of their careers so as to
feel confident about the future. Job security has been included as a fact of job satisfaction in
numerous studies (Greenhalgh & Rosenblatt, 1984). According to Barnett and Brennan
(1995) the perception of job security is strongly associated with job satisfaction or
dissatisfaction. Supporting this statement Davy et al. (1997) presented a model that identified
job security directly effects job satisfaction, organizational commitment, and job
involvement. Lambert (1991) identified job security as an extrinsic comfort that has a
positive relation with job satisfaction. According to Moorhead and Griffin (1989) employees
are motivated or satisfied with their job by lots of different motivational tools including
money, benefits, and also including other things like job security. Job security is one of the
most significant variables of employee satisfaction which expresses the general attitude of the
employee towards his/her job(Bakan and Buyukbese, 2004, p. 35). Thus, employees consider
the condition of job security just at the beginning of their careers so as to feel confident about
the future. Job security plays an important role in both social and working life because it
helps individuals do not worry about their future, contributes to maintaining labor peace,
increasing organizations® productivity and protecting social balance and values. Therefore, if
in a country employees are dismissed without showing a reason, it is difficult to talk about
social order, peace and stability (Guzel, 2001, p. 19; Taskent, 1992, p. 38).And within the
concept of job safety, job security which guarantees the continuity of employment is also an
important safety expectation. The assurance that they will work at the same job for long years
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eliminates questions and worries about future, which is perceived as a part of job safety
(Probst & Brubaker, 2001; Telman and Unsal, 2004, p. 47). It is only natural for employees
to fear job loss and to have a job or not and it means different things to different people
(Ozyaman, 2007, p. 13). For this reason it is difficult to estimate the impact of job loss on the
employee. Thus, researches on this subject (SenoL, 2010; Poyraz and Kama,2008; Ozyaman,
2007, p. 13) suggest that job security provides employee with high Job satisfaction and it also
affects other motivation levels. For example in $Senol“s research (enol“s research (Senol,
2010, pp. 246-264) job security was rated as one of the three mos264) job security was rated
as one of the three mos264) job security was rated as one of the three most important
motivational tools important motivational tools important motivational tools and job
satisfaction in all subcategories. And job satisfaction in all subcategories. They mentioned the
consequences of an exacting stud they mentioned the consequences of an exacting study
related to job security conducted related to job security conducted by other researchers and
the results indicated that by other researchers and the results indicated that job security job
security and job satisfaction are associated concepts and bound job satisfaction are associated
concepts and bound job satisfaction are associated concepts and both are predictors of
employees™ rationality are predictors of employees™ rationality are predictors of employees™
rational strength.

Development of Conceptual Framework

The researcher has developed a conceptual framework for this research based on the research
variables, such as motivation and job security with job satisfaction. According to Ticehurst
and Veal (2002), a conceptual framework indicates how the researcher views the concept
involved in a study especially the relationship among concepts.

The developed conceptual framework for the proposed study is presented below:

1. Motivation —_—
Jobh Sarisfactrion
2. Job Sccurity —_—
Independent variablc Dependent variable

Figure 1: Framework of Job Satisfaction

Research Questions

1. Is there any significant relation between motivation and job satisfaction in context of
Bangladesh Commerce bank Ltd?

2. Is there any significant relation between job security and job satisfaction in context of
Bangladesh Commerce bank Ltd?
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Research Hypotheses

1. There is a significant relationship between motivation and job satisfaction in context of
Bangladesh Commerce bank Ltd.

2. There is a significant relationship between job security and job satisfaction in context of
Bangladesh Commerce bank Ltd.

RESEARCH METHODOLOGY

Research Design:

To categorize the research questions and analysis its hypotheses, a relational study intend has
been chosen as suitable for this study. The illustration of the theoretical framework described
the example and construction of relationships among the set of calculated variables. The
research issues and hypotheses clearly carry this representation. Consequently, the purpose of
the study was to determine correlations among variables. The current consequence will
explore the relationship among the variables, similar to motivation, job security, and  job
satisfaction, within the circumstance of Bangladesh Commerce Bank Ltd. At this time
motivation and job security are being measured as independent variable and job satisfaction
is considered as dependent variable. The current research has used a relational study to
determine or found the subsistence relationship among the measured variables.

Sampling Method:

The researcher used a convenience sampling method to gather data as of the sample of this
research. The convenience sample for this study is measured as the employees of Bangladesh
Commerce Bank Ltd who are working within the particular organization for at least one year.
The sources to fill this sample were Moulvibazar branch of the particular Bank working in
the country. In this research, the researcher has used a sample size of 18 because of the time
restriction and also for restricted access over the bank.

Survey Instrument:

To assemble data for this lessons the researcher used questionnaire method since this method
was suitable for this study because of some reason. The reasons were as follows: The samples
can fill up the questionnaire without any hesitation. The sample size was 18 in this study. So,
it was not possible to make a personal interview with the large number of sample, as the time
for this study was limited. The researcher found that most of the previous research with large
number of sample size has done by questionnaire method. A structured questionnaire used in
this research to collect data from the respondents.

Data Collection Procedure:

The study will be accomplished at Moulvibazar branch of Bangladesh Commerce Bank Ltd
in Dhaka. Therefore, the question will be scattered via a convenience and it is a probability
sampling method. The sample size was 18 in this case. In order to collect primary data, the
researcher had conducted a questionnaire survey. This approach is commonly used in this
type of research and got secondary source of data the annual report of the Bangladesh
Commerce bank Itd.

Data Analyze Procedure:
The anticipated revise is a relational study. As an effect after collecting the data a statistical
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tool is used by the researcher to demonstrate the scale to which one variable is connected to
another variable. This statistical tool is known as correlation analysis. Now, the researcher
used correlation analysis to evaluate the reality of relationship between the considered
dependent and independent variables. For this study, the Statistical Package of Social Science
(SPSS) software version 17 has utilized by the researcher as a statistical data analysis tool.

Limitations of the study
There were numeral troubles | faced for the duration of the report writing, like,

Inadequate reporting because of shortage of time.

At period the respondents felt troubled to give time on this survey.
» The survey was accomplished only on Moulvibazar Branch. If there was a probability to
go away other branches of BCBL. then the outcome would have been more perfect.
» There are plenty of other issues like but | could not take in them in the study because
period of the report writing.

RESULT ANALYSIS

Correlation analysis

A correlation examination was conducted on all variables to survey the relationship between
variables. Correlation is a vibrate compute of relationship or strength of the connection
between two variables.

Variables Motivation Job security Job satisfaction
Motivation ~  ----—--- .610** 335
Job security - memeeee- 458

Job satisfaction @ ----——- = emmeee——men

Note: **p< 0.01

Now, the consequence of correlation matrix investigation for all the precise variables is

Shown in Table. It examines the correlations among motivation; job Security with job
satisfaction in the context of Bangladesh Commerce Bank Ltd (BCBL). As depicted in Table:
, A moderately significant correlation was found between Job security (r = 0.610, p<.01) and
also found a moderately significant correlation in between motivation and job satisfaction.
Furthermore, significant correlation was found between Job security and job satisfaction also

(r=

0.458, p<.01). At this point “r” indicates how sturdy or weedy correlation surrounded by the
independent variable and dependent. It proved the relationship among motivation and job
Security with job satisfaction in the context of Bangladesh Commerce Bank Ltd (BCBL).
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Assessment of the Research Hypothesis

9.1 Hypothesis 1:

»There is a significant relationship between motivation and job satisfaction in context of
BCBL.*

The outcome of correlation analysis shows that motivation (r = 0.610, p< 0.01) has a positive
and moderately significant relationship with job satisfaction in the perspective of BCBL in
Bangladesh. The results of this correlation analysis is support this hypothesis 1.

Consequently mutually the analyses provide support and prove the hypothesis, which status
there is a significant relationship between motivation and job satisfaction in the perspective
of BCBL in Bangladesh and selected suitable.

Hypothesis 2:

»lhere is a significant relationship between job security and job satisfaction in context
of BCBL.*

At this point the correlation analysis shows that job security (r = 0.458, p< 0.01) is significant
positively correlated with job satisfaction in the perspective of BCBL in Bangladesh.
Therefore, equally the analyses provide support and prove the hypothesis 2 also, which states
there is a moderate relationship between job security and job satisfaction in the context of
BCBL in Bangladesh, chosen applicable.

DISCUSSIONS AND RECOMMENDATIONS

After analyzing the study variables (motivation, job security and job satisfaction) in
background of Bangladesh Commerce Bank Ltd. in Bangladesh the researcher can suggest
that: In context of Bangladesh Commerce Bank Ltd. Employee motivation and job security
has influence on job satisfaction. For that reason, it might be mandatory to obviously plan
and found different managerial guiding principle such as to make available excellence tune to
convince employees which will help to develop their satisfaction level within the
organization. Hence, the Bangladesh Commerce Bank Ltd. administration must acquire
individuals under consideration. For instance, the level of job anxiety, logic of proficiency
along with the employees, representation of the organization besides has an impact on job
satisfaction.

CONCUSSION

Organizations with pleased employees tend to be more helpful than associations with
displeased employees. This learning accepted the affiliation between independent variables
(motivation and job security) and dependent variable (job satisfaction). Because, high level of
job satisfaction increases employees work involvement and task performance. The managing
of far above the opinion ordinary inspiration progression determination formulates lofty
employee pleasure designed for job. Therefore, from this study Bangladesh Commerce Bank
Ltd can get the suggestions on which of the subjects they have to compensate more
concentration to construct their employees keep happy, to make the association more
successful as a total. Finally, this research will encourage further study and useful guidelines
for these types of researches.
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APPENDIX A

Research Questionnaire
Dear Sir/madam,
Please cautiously understand every declaration and provide me a truthful attitude regarding
the stated questions. Mark the number, which is the adjoining equal to your judgment. |
assurance that your information will stay behind confidential and will only be purpose of my
study.
Question objects connecting Demographic in sequence

1. Respondent®s gender (Please mark appropriate)

a) Male

b) Female

2. Age of the respondent®s (Please mark your age Group)

a) Less than 33

b) 341043

C) 4410 53

d) 54 to 63

e) Above 63
3. Respondent's working experience in current organization (Please mark your Education
Group)

a) 1 years to 2

b) 3yearsto 4

C) 5yearsto 6

d) 6 yearsto 7
e) Above 7 years
4.  Schooling (Please mark your Education Group)

a) Less than Graduation
b) Graduation
C) Masters
d) Diploma with Metric /Inter
e) Others
5. Respondent’s working position (Please mark your Education Group)
a) Junior Officer
b) Executive Officer
C) Senior Executive Officer

d) Assistant Vice President

e) Vice President
Question objects involving over all Job Satisfaction
In this questionnaire, Following are some items, which assess your opinion about your level
of Job Security with the Bangladesh Commerce Bank Ltd. In this questionnaire form Q. 1-7
covers the Motivation part, form Q. 8-13 covers the job security part and form Q. 14-20
covers the both part. Mark one number per statement using the following scale:
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1=Highly ? = Disagree 3 = Somewhat @4 = Agree 5 = Highly
Disagree Agree Agree

SL. |Questions 1 3 il 5
No.

1 Salary matches with the responsibility and the level of

satisfaction.

2 My coworkers are very friendly and helpful.

3 | can receive the directions and advices from others in my
organization.

4 | believe that | feel motivated and engaged in my job.

5 | feel that motivational altitude depend by the rewards and
benefits which are given by the company.

6 [ can share my ideas and thoughts to “make a variation” or to
add to the overall achievement of the organization.

7 The organization provides sufficient benefits and sufficient
salaried leave.

3 The operational environment is excellent and secure.

) I will switch my job in the next year.

10 Job security and level of satisfaction are good.

11 [The organizational supports for its employees™ welfare are
satisfactory.

12 [The corporation visions its human resources as valuable
asset.

13 | feel totally secured in my job.
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14 | can contract cooperation from other sections in the
organizations.

15 \Working hours and level of satisfaction are good.

16 Recognition for contribution and level of satisfaction.

17 [ find it hard to agree with my organization®s practices and
Strategies.

Administration understands the importance of matching my
18 effort and individual life.

19 My organization is better compared to others.

| am very proud to tell others that | am a part of my
20 organization.

Appendix B
Correlation
Correlations
Jobsatistactio
Motivation JobSecurrity n
Motivation Pearson Correlation 1 6107 335
Sig. (2-tailed) 007 174
Sum of Squares and 3.734 2.307 1.282
Cross-products
Covariance .220 136 075
[\ 18 18 18
JobSecurrity Pearson Correlation 8107 1 458
Sig. (2-tailed) 007 056
Sum of Squares and 2.307 3.827 1.778
Cross-products
Covariance 136 .225 105
™ 18 18 18
Jobsatisfaction Pearson Correlation 335 453 1
Sig. (2-tailed) 174 056
Sum of Squares and 1.282 1.778 3.929
Cross-products
Covariance 075 105 231
] 18 18 18

**. Correlation is significant atthe 0.01 level (2-tailed).

Table: SPSS Output
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