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ABSTRACT

Manpower is a vital possession of any organization and the survival of any organization is dependent on the quality
and empowerment of its employees, presence of good ethical climate, organizational support and commitment by top
management to the organisation. An enabled manpower results in an efficient and effective organization. There is an
urgent need for South Africa's companies to develop cultures that foster positive work environments and increase
productivity. Achieving this is not an easy task and one of the ways to developing this culture is in the area of employee
empowerment, ethical climate, organizational support and top management commitment which will ultimately lead to
employee job satisfaction. Hence this paper is trying to look at the influence of employee empowerment, ethical
climate, organisational support and top management commitment on employee job satisfaction, an area that seem to
have been neglected by researchers considering companies in the Gauteng province of South Africa. In today’s work
environment, employees are needed to make decisions, take initiative, take responsibility and find solutions to
problems as well as being motivated and having the best interest of the company at heart. This study used a
quantitative research methodology through using Smart PLS software to analyse the data. A sample of 200 registered
companies in the Gauteng province was used to collect data from employees in both managerial and non-managerial
positions. All the posited 4 hypotheses were supported by the data collected.

Keywords: Employee Empowerment; Ethical Climate; Organizational Support; Top Management Commitment;
Employee Job Satisfaction

INTRODUCTION

working to seek for another jobs has never gone on unnoticed and this has remained an unsolvable

problem by many companies in the Gauteng Province South Africa. Companies faced a difficult situation
in order to do their daily operation and cost management a lot of money since they have to recruit and train new
employees many times (Hedge & Borman 2012). Employee job satisfaction is an essential variable in the empirical
literature. Sarwar and Khalid (2011) espouse that the more satisfied employees is the more productive and able to
achieve his or her work creatively. The weak level of employee job satisfaction is undesirable for the business owner
or the management of the companies. This is because the weak level of employee job satisfaction leads to high rate of
absenteeism and higher turnover (Salaz, Pfaffenberg, & Salazar 2006; Droussiotis & Austin 2007). On the other hand,
the high level of employee job satisfaction leads to higher commitment and engagement of employees at work (Sarwar

j n the recent years, the way employees resigned from one company only after few months or few years of
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& Khalid 2011). Increases of employee job satisfaction can lead to the companies saving huge amount of resources
because absenteeism and turnover issues would not arise. Turnover and absenteeism is very costly for the companies.
Furthermore, a successful business companies typically considers the employees as the primary source of productivity
gains and such companies, regarded employees as an asset to the organization and once employees are satisfied with
their job, the employees inclined to be more energetic, enthusiastic, inspired and committed to their work (Qasim,
Cheema & Syed 2013). The research report of behavioural and social science reveals that employee job satisfaction
and employee job performance are positively correlated (Kiboss & Jemiryott 2014; Bowran & Todd 1999). Employee
job satisfaction is one the key element which gives employees energy to perform and continue his job creatively.
Employee job satisfaction regulates the peace of mind, foster relaxation that leads to more enthusiasm and more
innovative work (Malik, Wan, Dar, Akbar & Naseem, 2014). Given this background, this paper will be aim to look at
the influence of employee empowerment, ethical climate, organizational support and top management commitment
on employee job satisfaction, a case study of registered companies in the Gauteng province and also provides the
research model, hypotheses development, data collection, data analysis and results interpretation.

LITERATURE REVIEW
Social Learning Theory

The Social Learning Theory (SLT) proposes that individuals working in the same work environment are exposed to
similar cue from that environment. In essence, members of the same work group make use of information available to
them in the immediate work context to interpret events and to develop expectations about the appropriate course of
behavior and the consequences of such behavior. Therefore, employees in the same work environment tend to adapt
to the norms for appropriate behavior of that environment and will more likely behave in a homogenous manner in
terms of the display of deviant behaviors and helping behaviors (Brown & Trevifio 2006).

The SLT describes the manner in which individuals in the same work environment strive to emulate certain role
models like their leaders or other employees within such work environment; it explains that individuals learn by paying
attention to and emulating the attitudes, values and behaviors of attractive and credible models because most
individuals look outside themselves to other individuals for ethical guidance (Mayer, Kuenzi, Greenbaum, Bardes and
Salvado 2009). While the attraction-selection attrition (ASA) model purports that individuals are attracted to and
selected into organizations and/ or work groups based on the fit between their personal preferences and characteristics
and the attributes of the organization/group. Within the context of work groups, individuals who have tendencies to
be deviant or helpful will be likely to be selected into groups that they fit into. They will remain as long as their
behavioral tendencies fit with other group members, and those that do not fit will indulge in turnover. The result is a
homogenous work group in which members have a similar orientation regarding appropriate norms of behavior (Mayer
et al 2009:2). SLT therefore shows that in companies where we have high employee empowerment, ethical climate,
organizational support and top management commitment will lead to high employee job satisfaction.

Employee Empowerment

The concept of empowerment was derived from alienation, industrial democracy, participative management and job
enrichment. This concept has become widespread (Bartunek & Spreitzer 2006). It concerns a form of employee
involvement initiative and refers to the degree in which employees are encouraged to make certain decisions without
consulting their supervisors, so that organizational dynamics are initiated at the bottom (Eisenberger, Huntingdon,
Hutchinson and Sowa 1986; Michailova, 2002; Dugguh, Ayaga & Dennis 2014; Dinc 2015). Empowerment involves
giving employees the autonomy to make decisions about how they go about their daily activities (Haas, 2010).
Empowerment on the other hand is the initial, fundamental and an extraordinary aspect for achievement success and
growth for any organisation and enhances the productivity and this can be used as a tool through which company’s
objectives and goals could be achieved (Dugguh, Ayaga & Dennis 2014).

Moreover, employees can be empowered by successful leaders and managers by making the employees feel competent
and habitually consider their interests. Goodly (2008) is of the opinion that developing and empowering employees is
the main leadership development factors. In addition, he believed that servant leaders mostly can improve the
leadership development factors. One of the social skills of the leaders is empowering others (McCauley & Van Velsor,
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2004), and empowering employees is one of the leaders’ ability which allows them to reinforce and improve their
constituents by sharing power and giving visibility and give credits to their employees (Kouzes & Posner, 2002;
Mehrabani & Shajari 2013). According to Page & Wong (2003), employee empowerment is a major contributor to
the development of subordinates by allowing them to do extremely well by investing in themselves and even at the
risk of committing errors.

Although, handling the employees is the one of the difficult tasks for the managers because of the nature of a human
being. According to Akbar, Yousaf, Haq and Hunjra (2011), a problem might occur when an organization on parallel
lines start work on imparting employees empowerment as well as implementing various techniques to improve
performance. In this phenomenon, effort is to maintain a required level of performance from employees while having
trust on them by giving empowerment for betterment of the companies. This display of trust, motivation, and decision-
making through empowerment for achievement of performance is, therefore, an important factor in most of the
companies (Ongori 2009). Therefore, lack of commitment on part of employees and frequent changes in duties by
employer without willingness are obstacles to employee empowerment.

Ethical Climate

Companies are focusing more attention to ethical issues because a good work climate is evaluated as a critical factor
for organizations and business problems involving ethics are increasing (Brown & Trevino 2006; Singhapakdi, Sirgy,
Lee & Vitell 2010; Jaramillo, Mulki & Boles 2013). Every organization has its own ethical climate. Ethical climate
makes an environment that enhances ethical values, clarifies role ambiguities and provides a clear direction for ethical
decision making in ethical situations enabling individuals to adore and admire their works (Khan 2012). According to
Koh & Boo (2004), if employees perceive a favourable ethical climate the employees are most likely to have a higher
level of job satisfaction. Taking the right action in an organization when faced with a decision making that influences
the employees is related to the work climate of the organization. Lack of ethical consistency between the organization
and its employees can cause stress and dissatisfaction (Unal 2012).

According to Shapira-Lishchinsky and Rosenblatt, (2010) ethical climate is the perceptions or psychologically
meaningful descriptions which employees hold concerning the ethical procedures and policies present in their
organization or the perceptual lens that employees utilize in assessing a situation. El¢i and Alpkan, (2009) are also of
the opinion that the ethical climate is a component of the general organizational climate and has been described as the
shared perceptions of what ethically correct behaviour is and how ethical issues should be handled. Ethical climate is
a concept that describes the shared perception of organizational norms, values and behaviour (Khorshid & Mohseni
2010). A firm's ethical climate refers to the prevailing attitudes about the firm's standards concerning appropriate
conduct within the firm and reflects employee perceptions of morally appropriate actions and policies observed in the
workplace (Lopez, Babin, & Chung 2009).

Furthermore, ethical climate is a part of the organizational culture. Ethical climate of an organization can be predictor
of employees ‘moral and immoral behaviour (Nadi & Hazeghi 2011), and one of the variables that can be predicted
by the organization ethical climate is knowledge management (Tseng & Fan 2011). According to Valentine, Gary,
Fleischman and Kidwell (2010), several studies have been conducted which argued that climate for ethics significantly
influence the way employees should evaluate and behave. Being compatible with organizational needs, organizations
must establish ethical environment which may increase employees’ job satisfaction. Mulki, Jaramillo and Locander
(2008), assert that the ethical climate is a measurable construction, which assessed the ethical perception created in an
organisation and how the ethical code is maintained through a good communication policy.

Organizational Support

For organisation to survive in this turbulent business environment, each organization has to depend on their employees
to adapt to organization change and make the employees feel supportive toward the organization change (Deetz 2008;
Oreg & Sverdlik 2011). One of the goals of each organization is to be competitive through having best human
resources (Singh & Singh 2010) to achieve these, organizations need to support their employees (Allen, Shore &
Griffeth 2003). According to Blancero DelCampo, Gao and Lewis (2009), organisations can support its employees
through supervisors who are positive in their work related outcomes.
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When employees perceive support from their organizations they try to share their knowledge and information with
peers (Ahmed, Riaz, Shaukat, & Butt 2013) which create a good learning environment in the organization. Therefore
support from organization might help employees to promote learning cultures in organizations (Islam, Aamir, Khan
& Ahmad 2013). Dawley, Houghton and Bucklew (2010) proposed that organizational support is most effective when
employees and employers participate in social exchanges that benefit all parties. For instance, in exchange for salaries,
benefits, and recognition of work performance. Organizations expect employees to work hard, stay dedicated and
committed and to remain with their organizations with no intentions to leave the organisation because by keeping
employees enables the organization to be successful (Islam, Aamir, Khan & Ahmad 2013).

Blackmore and Kuntz (2011) posited that organisational support is an expression of the employee’s belief that the
organization values their contribution and provides for their welfare and theorists also consider organizational support
as a transaction between the employee who provides effort and loyalty and the organization that provides
socioeconomic support. Karatepe (2012) espouses that a lack of organizational support creates job dissatisfaction with
the employee’s career, effort and loyalty. Harris, Bianco and Julie (2011) indicated that organizational support is
significantly associated with organizational commitment and so that organizational commitment will increase and
organizational conflict will decrease with the increase of organisational support.

Top Management Commitment

In the recent years, the long-term survival of many organisations is considered to be inextricably linked to the ability
of organisations to produce services that meet customers’ quality expectations. Top management stands as the front
runner of any institution, organization, company, in which the outcome is a reflection of their capability and
commitment. According to Njie, Fon and Awomodu (2008:24) and Gholambreza, Borghei, Matin and Dastani (2010),
top management should be responsible for training the employees to gain the skills and ability required to perform
their task effectively. Top managers need to realize that empowering employees through self-managed teams; quality
improvement teams and management team will bring much benefit to the organization, through individual knowledge
and skills.

Management role in quality management has been highlighted as one of the crucial requirement for a successful quality
improvement implementation. According to Olorunniwo and Udo (2002), the magnitude of a successful project
depends on the level of top management commitment. Hence, top management commitment requires that management
at all levels should reassign the role from authoritarian to coaching facilitator because top management commitment
does not mean dictatorship but rather their ability to monitor and control their empowered employees and giving room
for their middle and line managers to take responsibility in decision making ( Njie ef al 2008).

Furthermore, when the organisation demonstrates its commitment to employees, the employees develop positive
attitudes and feel committed to an organisation. Management can show its commitment to employees by increasing
budget, staff support, training and compensation administration (Kanter 1968; Tavitiyaman, 2004:8). If the managers
treat their employees well, employees will also treat customers well. However, many organizations do not pay much
attention to management commitment and job satisfaction of frontline employees that can directly influence customer
satisfaction (Malhotra & Mukherjee, 2004; Lautizin, Laschinger & Ravazzol 2009). Employees are likely to become
committed to an organization when they feel that the organization is committed to them and support them (Fuller,
Barnett, Hester, & Relyea 2003). For the employees to deliver outstanding services, the managers and organizations
must make the commitment to help the employees.

Employee Job Satisfaction

Employee job satisfaction has been a topic of great interests for researchers; therefore it has been studied across several
decades. The concept was first mention and developed by Landsberger (1958) with the Hawthorne effect. It is a key
part of the human by necessarily providing energy to to perform and continue in his job. Additionally, it provides him
the power to develop and initiate in his job. Job Satisfaction contributes peace of mind, relaxation to the worker and
this result in increased enthusiasm and focus in his work to initiate (Maher 2008). Employee job satisfaction
additionally defines as a way of completeness and accomplishment stemming from work, this sense has nothing to try
and do with cash.
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Meanwhile, Khuong and Tien (2013), opines that there is still no agreement in the definition of employee job
satisfaction. In any field of business, job satisfaction has been a matter of concern and is the backbone for an
organization's success; the key to successful organization is the secret of satisfied workers. Higher will the level of
job satisfaction if the degree of the expectations being met is greater. The report reveals that from the worker's
perspective, the level of job satisfaction increases when he finds his work more interesting and different (Dinler 2010).

According to Celik (2011), job satisfaction is the uppermost important target for the process of making total quality
in the working environment, because the total quality is based on the sincere commitment to work. Job satisfaction is
the difference between the inputs made by employee and the outputs receive from the job. When the answer comes
positive then the employee is satisfied and when the answer comes negative then the employee is dissatisfied with the
job (Vishwakarma, Shukla & Nougriaya 2015). Job satisfaction and dissatisfaction does not only depend on the nature
of the job, but it also depends on the expectation of what the job supply to an employee (Hussami 2008). Lower
convenience costs, higher organizational and social and intrinsic reward will increase job satisfaction (Parvin & Kabir
2011).

Conceptual Model and Hypotheses Development

Figure 1. Conceptual Model

Employee
empowerment

Employee Empowerment and Employee Job Satisfaction

The hypothesis developed for these concepts is based on the influence of employee empowerment on employee job
satisfaction. Studies have shown that many of managers does not recognize the real importance of employee
empowerment and its effect on job satisfaction on the other hand some managers believe that employee empowerment
will reduce their authority (Kouzes & Posner, 2002; Maher 2008; Man, Modrak, Dima & Pachura 2011; Mehrabani
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& Shajari 2013). Empowerment in the workplace is an often-misunderstood concept because is a term that many
managers and organizations think they understand, but few actually do and even fewer really put it into practice
(Elnaga & Imran 2014). When employees are empowered, it increases their confidence degree and self-reliance which
can result in a positive outcome because it creates job satisfaction and high levels of productivity. Yang and Choi
(2009) explained that empowerment has a positive effect on employee job satisfaction. Employee empowerment will
lead to improved productivity, performance and job satisfaction. According to Pieterse, Knippenberg, Schippers and
Stam (2010), employee empowerment has been associated with the concept of power, implying that power in
organizations should be re-shared from the top management to the lower management in order to have an employee
job satisfaction. Employee empowerment means that if employees are valued in their organization, they create
increased level of organizational commitment and job satisfaction (Ongori 2009).

Based on the above mentioned literature, this study posits that:
H1: There is a positive relationship employee empowerment and employee job satisfaction.
Ethical Climate and Employee Job Satisfaction

Even though there are relatively limited studies, recent studies from variety of sectors suggest that different dimensions
of ethical climate have different impact on different facets of job satisfaction (Khan, 2012; Unal 2012; Zehir, Muceldili
& Zehir 2012; Monsef, Fadaei & Pour 2014). Schwepker (2001), suggests that ethical climate positively influence
ethical behaviours and may result in employee job satisfaction by eliminating ambiguities on job. Schminke, Ambrose
and Neubaum (2005) opine that there is a positive and meaningful relationship between the caring and the rules, the
perceptions of the ethical climate and job satisfaction. Mulki. Jaramillo and Locander (2008) also opines that a positive
direction and meaningful relationship existed between the perceptions of the ethical climate and the job satisfaction.
The perceptions of the ethical climate could be the determinant factor over the job satisfaction of the sales personnel
in a survey conducted among the pharmacy employees in the USA. According to the study of Jaramillo, Mulki and
Boles (2013), postulates that ethical climate has a positive relationship with trust in supervisors and job satisfaction.
Ethical climate of an organization can have considerable impact on job satisfaction of employees.

Based on the above mentioned literature, this study posits that:
H2: There is a positive relationship ethical climate and employee job satisfaction.
Organisational Support and Employee Job Satisfaction

Organisational support has a significant impact on employee job satisfaction. In a study by Mio, Hou and Kim (2011),
they found that organisational support to employees enhance their job satisfaction. Literature on organisational
behaviour has confirmed a positive relationship between organisational support and employee job satisfaction (Wayne,
Shore & Liden 1997; Tekleab & Chiaburu 2011). Robins and Judge (2009) defines job satisfaction as a positive feeling
about one’s job resulting from an evaluation of its characteristics. Job satisfaction can be considered as an attitudinal
perception on how employees feel about their job or aspects of their job. Many studies related to the antecedents of
job satisfaction have been conducted; however, one of the most important predictors of job satisfaction is
organisational support (Shore & Shore 1995; Randal, Cropanzano, Bormann, & Birjulin, 1999; Tansky & Cohen 2001;
Rhoades & Eisenberger, 2002; Stamper & Johlke, 2003; Colakoglu, Culha, & Atay, 2010). Furthermore, the
employees who feel their organisation as supportive are satisfied with their job.

Based on the above mentioned literature, this study posits that:
H3: There is a positive relationship organisational support and employee job satisfaction.
Top Management Commitment and Employee Job Satisfaction

Top management commitment and employee job satisfaction are related and this can be ascertained by the previous
studies which revealed that top management commitment is a significant predictor of employee job satisfaction (Chen,
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2007; Yoon & Thye 2002; Orgambidez & Borrego 2014). Top Management role in quality management has been
highlighted as one of the crucial requirement for a successful quality improvement implementation which leads to
employee job satisfaction. According to Pheng and Jasmine (2004), the degree of support that management takes in
the implementation a total quality environment is very critical to the success of total quality management
implementation. This cannot be fully implemented if there is lack of commitment from top management. The nature
of top management commitment can bring significant change to an organisation and ultimately job satisfaction.

Based on the above mentioned literature, this study posits that:
H4: There is a positive relationship top management commitment and employee job satisfaction.
RESEARCH METHODOLOGY

The study utilized a quantitative research design using a structured questionnaire. The design was suitable to solicit
the required information relating to employee empowerment, ethical climate, organizational support, top management
commitment and employee job satisfaction. In addition, the approach enables to examine the causal relationships with
the constructs used in the study.

Data Collection

The data for this research was collected from registered companies within the Gauteng province of South Africa. The
target population was restricted to managers and non-managerial employees. The database of the companies in the
Gauteng province was obtained from the Gauteng Enterprise Propeller, the Gauteng business directory as well as
District municipality records as these sources provides more specific registered companies on the Gauteng province.

Measurement Instrument and Questionnaire Design

Research scales were designed on the basis of previous work. Proper modifications were made in order to fit the
current research context and purpose. Employee empowerment’ was measured using five-item scales adapted from
Mehrabani and Shajari (2013). Ethical climate’ used a five-item scale measure; all were adapted from Khan (2012).
Organisational support used a five-item scale measure adapted from Mio, Hou and Kim (2011). Top management
commitment was measured using a five-item scale from Chen (2007). In addition, job satisfaction was measured using
a five-item scale from Khuong and Tien (2013). All were measured on a five-point Likert-type scale that was anchored
by 1 (strongly disagree) to 5 (strongly agree) in order to express the degree of agreement. Out of 255 questionnaires
distributed, 200 were usable representing a total of 78% response rate.

DATA ANALYSIS AND RESULTS

Table 1. Sample demographic characteristics

Gender Frequency Percentage
Male 110 55%
Female 90 45%
Total 200 100%
Age Frequency Percentage
=30 55 27%
31-60 100 50%
= 60 45 23%
Total 200 100%
Marital status Frequency Percentage
Married 158 79%
Single 42 21%
Total 200 100%

As indicated in Table 1, this study shows that males constituted 55% of the total respondents. In terms of the age
groups of respondents, individuals who were between 31 and 60 years of age were the greatest number (50%) in the
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study, followed by those aged below 30 years (27%) and the least were those below 60 years (23%). Respondents
who are married constituted 79% of the sample while those who were single constituted 21% of the sample.

Psychometric Properties of the Measurement Scale

Psychometric properties of the measurement scale are reported in Table 2, which presents the research constructs,
Cronbach alpha test, composite reliability (CR), Average variance extracted (AVE) and item loadings.

Table 2. Measurement Accuracy Assessment and Descriptive Statistics

Desc.r 1[.)t1\;e Cronbach’s test
Research constructs statistics C.R. AVE Itel.n
Mean SD Ttem- a Value Loadings
total

Employee Empowerment(EP)

EP 2 2.60 1.122 0.601 0.605 0.606 0.595 0.701
EP3 0.523 0.575
EP 4 0.538 0.564
EP S5 0.707 0.772
Ethical Climate

EC4 2.15 1.100 0.905 0.920 0.920 0.829 0.927
EC5 0.955 0.962
Organisational Support (OS)

OS1 4.15 1.660 0.763 0.702 0.701 0.665 0.811
0S2 0.843 0.907
0S3 0.531 0.551
0S 4 0.722 0.808
OS5 0.857 0.869
Top Management Commitment (TC)

TC 1 5.00 1.367 0.815 0.793 0.792 0.643 0.859
TC2 0.693 0.704
TC3 0.849 0.866
TC 4 0.807 0.857
TCS 0.864 0.871
Job Satisfaction (JS)

JS1 4.89 1.300 0.839 0.780 0.776 0.722 0.855
JS2 0.556 0.600
JS3 0.602 0.639
IS4 0.629 0.693
JSS 0.751 0.793

EP= Employee Empowerment; EC= Ethical Climate; OS= Organisational Support; TC= Top Management Commitment; JS= Job Satisfaction

On employee empowerment 1 item was deleted which was EP 1 and on ethical climate 3 items were deleted which
was EC 1, EC 2 and EC 3 because the items factor loadings were less than 0.500 which means they explained less
than 50% of the variance and did not meet the threshold of equal to or above 0.500. The lowest item to total loading
observed was EP 3 with 0.523 and the highest was EC 5 with 0.955. The lowest factor loading observed was 0.551
and the highest is 0.962. This shows that the measurement instruments are valid. The lowest Cronbach alpha was
0.605 and the highest was 0.920 which shows that the constructs were internally consistent or reliable and explained
more that 60% of the variance. All composite reliability values were above the recommended minimum of 0.6, which
further attests to the reliability of the measurement instrument used in the study. One of the methods used to ascertain
the discriminant validity of the research constructs was the evaluation of whether the correlations among latent
constructs were less than 0.60. These results are reported in Table 3.
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Table 3. Inter-Construct Correlation Matrix

Variables CL CS GC GI GS
CL 0.579
CS 0.554 0.598
GC 0.523 0.560 0.438
GI 0.473 0.523 0.443 0.565
GS 0.378 0.375 0.297 0.549 0.592

GC= Perceived Gautrain Convenience; GI= Perceived Gautrain Image; GS= Perceived Gautrain Safety; CS= Customer Satisfaction; CL= Customer
Loyalty

A correlation value between constructs of less than 0.60 is recommended in the empirical literature to confirm the
existence of discriminant validity. As can be observed from Table 3, all the correlations were below the acceptable
level of 0.60. The diagonal values in bold are the Shared Variances (SV) for the respective research constructs. The
Shared Variance is expected to be greater than the correlation coefficients of the corresponding research constructs.
Drawing from Table 2 and 3 above, the results further confirm the existence of discriminant validity. To ascertain
convergent validity, the factor loadings were considered in order to assess if they were above the recommended
minimum value of 0.5 (Nunnally & Bernstein, 1994). The factor loadings for scale items (Table 2) were above the
recommended 0.5, which indicated that the instruments were valid and converging well on the constructs that they
were expected to measure.

Path Modelling Results

After confirming the reliability and validity of the measurement instruments (reported in Table 2), the study proceeded
to test the proposed hypotheses. In total there are four hypotheses that are tested. In the path model, Employee
Empowerment (EP), Ethical Climate (EC), Organisational Support (OS) and Top management Commitment (TC) are
the predictor variables. Job satisfaction (JS) is the outcome/dependent variable. Figure 2 provides the proposed
hypotheses and the respective path coefficients. The same results of the path coefficients are tabulated in Table 2
depicting the Item to Total correlations, Average variance extracted (AVE), Composite Reliability (CR) and Factor
Loadings.

Path Model Results and Factor Loadings
Below is Figure 2, indicating the path modelling results and as well as the item loadings for the research constructs.

In the figure, EP stands for Employee Empowerment, EC stands for Ethical Climate, OS is the acronym for
Organisational Support, TC is an acronym for Top management Commitment and JS stands for Job Satisfaction.
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Figure 2. Path Modelling and Factor Loading Results
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After running the data on the Smart PLS software, four items (EP 1, EC 1, EC 2 and EC 3) were deleted due to the
fact that the factor loadings were below 0.5 which is the recommended minimum threshold. Based on these results,
the decisions made on the hypotheses are summarized in Table 4.
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Table 4. Results of structural equation model analysis

Decision on

Path Hypothesis Path coefficients (3) T- Statistics o ficees
Employee Empowerment (EP) - Employee a Accept/
Job Satisfaction (JS) H1 0.236 4.659 Significant
Ethical Climate (EC) > Employee Job a Accept/
Satisfaction (JS) H2 0.303 3610 Significant
Organisational Support (OS) 2 Employee a Accept/
Job Satisfaction (JS) H3 0.151 3.143 Significant
Top Management Commitment (TC) > a Accept/
Employee Job Satisfaction (JS) H4 0.739 14.989 Significant

*Significance Level p<.10; "Significance Level p<.05; “Significance Level p<.01.

Table 4 presents the four hypothesized relationships, path coefficients, the t-statistics and the decision criteria. The
value of the t-statistic indicates whether the relationship is significant or not. A significant relationship is expected to
have a t-statistics that is above 2. Drawing from the results provided in Table 4, four of the hypothesized relationships
(H1, H2, H3 and H4) were statistically significant.

DISCUSSION OF RESULTS

The purpose of this paper was to examine the causal relationships between employee empowerment, ethical climate,
organizational support, top management commitment and Employee job satisfaction in the registered companies that
are in the Gauteng province of South Africa. The first hypothesis stated that employee empowerment has a positive
influence on Job satisfaction. In this study, this hypothesis was supported. It can be observed in Figure 2 and Table 4
that perceived Gautrain convenience exerted a positive influence (» =0.236) and was statistically significant (t=4.659)
in predicting job satisfaction. This result implies that perceived employee empowerment directly influence job
satisfaction in a positive and significant fashion. The higher the level of employee empowerment the higher the level
of job satisfaction in the companies in the Gauteng province of South Africa.

The second hypothesis suggested that ethical climate has a positive influence on job satisfaction. This hypothesis was
supported in this study. Figure 1 and Table 4, indicate that ethical climate, H2 was supported. Ethical climate exerted
a positive influence (= 0.303) on job satisfaction and was statistically significant (t= 5.610). This result denotes that
ethical climate is positively and significantly related to job satisfaction. Thus higher levels of ethical climate will lead
to higher levels of job satisfaction.

The third hypothesis, which advanced that organisational support exerts a positive influence on job satisfaction was
supported and accepted in this study. It is reported in Figure 1 and Table 4 that H3 organisational support exerts a
positive (r=0.151) influence on job satisfaction and that this influence is statistically significant (t=3.143). This result
suggests that organisational support has a direct positive effect on job satisfaction. Thus, the more effective the
organisational support, the greater the job satisfaction of employees.

The final hypothesis postulated that top management commitment exerts a positive influence on job satisfaction. In
this study, this hypothesis was supported and accepted. As can be deducted from Figure land Table 4, top
management commitment exerted a positive and significant influence (=0.739; t=14.989) on job satisfaction. This
result depicts top management commitment is associated with higher job satisfaction for the employees.

Top management commitment (7=0.739) emerged as the highest scoring construct amongst the three factors
influencing job satisfaction. Perhaps, this result could be attributed to the fact that top management commitment
influences a lot of favourable decisions for the company resulting in high job satisfaction for the workers. As shown
by a previous study conducted by Kim and Brymer (2011) top management support have a significant relationship in
job satisfaction. It was discovered that in order to continue having effective job satisfaction, feedback should be sought
for permanent and non-permanent workers in order to consolidate this result. Ahmed, Shad, Mumtaz and Tanyeer
(2012) also alluded that top management support have a significant positive relationship with job satisfaction. If there
is high top management commitment in an organizational it automatically means there will be ethical climate,
employee empowerment, organizational support and ultimately high job satisfaction. Thus, in order to enhance job

Copyright by author(s); CC-BY 37 The Clute Institute




The Journal of Applied Business Research — January/February 2017 Volume 33, Number 1

satisfaction, greater emphasis should be placed on top management commitment than on employee empowerment,
ethical climate and organisational support.

LIMITATIONS AND FUTURE RESEARCH DIRECTION

A number of limitations were observed during this research. First, the study was restricted to five factors only; namely
employee empowerment, ethical climate, organizational support, top management commitment and job satisfaction
from the perception of both employees in both managerial and non-managerial employees in the Gauteng province
only. Future research could also include the perceptions of employees in other provinces like Limpopo, Mpumalanga
and Eastern Cape provinces for comparison reasons. Second, the results are based on a small sample of 200
respondents, which makes it difficult to generalize the results to other contexts. Future studies could make use of
amplified sample sizes in order to get more representative views. Since this study used a quantitative approach, future
studies could also use a mixed method approach so that in depth views of employees can also be captured.

CONCLUSIONS AND MANAGERIAL IMPLICATIONS

The study validates that factors such as employee empowerment, ethical climate, organizational support, top
management commitment and job satisfaction are instrumental in stimulating the job satisfaction of employees in the
Gauteng province of South Africa. In addition, top management commitment has a stronger impact on job satisfaction
when compared to employee empowerment, ethical climate and organisational support.

The study has both theoretical and managerial implications. Theoretically, this study makes a noteworthy progression
in organizational behavior theory by methodically examining the interplay between employee empowerment, ethical
climate, organizational support, top management commitment and job satisfaction. In this manner, the study is an
important contributor to the existing literature on this subject. The study also underwrites a new direction in the
research on organizational behavior by opening up a discussion on the importance of organizational practices in the
development and improvement of job satisfaction in developing countries such as South Africa.

On the practical front, since employee empowerment, ethical climate, organizational support and top management
commitment were exerted a having a strong positive influence on job satisfaction, improvements in each of these three
factors could stimulate higher job satisfaction for the companies in the Gauteng province of South Africa. Employee
empowerment can be improved by, among other things, delegating the duties to lower level employees and non-biased
promotions. In addition, ethical climate could be improved by having clear cut rules and regulations and be equitable
in the distribution of resources and salaries. To increase its organisational support, companies can focus more on
hearing and solving employees’ grievances and be participatory in whatever they do. Employees feel as part and parcel
of the organisation if they are involved the decision making always. To increase top management support companies
should provide extra benefits for top management like free education for the children and providing company houses
and cars to for them to use.
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