SA Journal of Human Resource Management
ISSN: (Online) 2071-078X, (Print) 1683-7584

e AOSIS

Page 1 of 10 . Original Research

Key factors of job satisfaction among the tourism and
hospitality employees within national parks

Authors:

Thulani M. Sibanyoni' ®
Ndivhuwo N. Tshipala! @
Dewald H. Venter: ®

Affiliations:
‘Department of Tourism
Management, Faculty of
Managements Sciences,
Tshwane University of
Technology, Pretoria,
South Africa

Corresponding author:
Thulani Sibanyoni,
tmsibanyoni@gmail.com

Dates:

Received: 27 Oct. 2023
Accepted: 06 Feb. 2024
Published: 18 Apr. 2024

How to cite this article:
Sibanyoni, T.M., Tshipala,
N.N., & Venter, D.H. (2024).
Key factors of job satisfaction
among the tourism and
hospitality employees within
national parks. SA Journal of
Human Resource
Management/SA Tydskrif vir
Menslikehulpbronbestuur,
22(0), a2474. https://doi.
org/10.4102/sajhrm.
v22i0.2474

Copyright:

© 2024. The Authors.
Licensee: AOSIS. This work
is licensed under the
Creative Commons
Attribution License.

Read online:
E EE Scan this QR
g, code with your
' smart phone or
mobile device
to read online.

CrossMark

Orientation: Employee job satisfaction is a widely studied concept with limited consensus on
which factors of job satisfaction are most significant for tourism and hospitality employees.
Specific factors of employee job satisfaction are critical to assist managers, practitioners, and
academics, to enhance the levels of employee job satisfaction within national parks.

Research purpose: To determine and rank the factors of job satisfaction that are most
significant towards an overall job satisfaction of tourism and hospitality employees within
national parks.

Motivation for the study: Significant factors of job satisfaction will enable managers,
practitioners, and academics to use specific factors of job satisfaction when addressing the
levels of employee job satisfaction.

Research approach/design and method: This article adopted a quantitative explanatory
research approach using a structured e-questionnaire to collect data. The study had 211
participants. Descriptive statistics and correlation analysis were used to interpret data.

Main findings: Key findings reveal that tourism and hospitality respondents within national
parks have diverse demographical characteristics, and present work is among the most
significant factor of job satisfaction while salary is least significant for these respondents.

Practical/managerial implications: Managers and practitioners need to be specific when
addressing factors of employee satisfaction. Managers need to pay more attention on
employees’ present work than other factors.

Contribution/value-add: This study makes a significant contribution towards the tourism
employment literature because the tourism employment is associated with negative work
characteristics. Managers are further provided with specific factors to measure job satisfaction.

Keywords: job satisfaction; factors of job satisfaction; tourism and hospitality; service industry;
theories of job satisfaction.

Introduction

It is imperative for labour intensive organisations within the service industry, such as national
parks to regularly measure the levels of employee job satisfaction, as it is a workplace perception
that is widely studied, vital, and effective for organisational growth, employee well-being, and
customer satisfaction (Gajderowicz et al., 2014; Igbal et al., 2017; Tasios & Giannouli, 2017;
Thangaswamy & Thiyagaraj, 2017; Tsai, 2015).

Mardalena (2020) asserts that human resource practitioners study the levels of employee’s job
satisfaction to understand employee’s commitment and behaviour within a workplace. Such an
evaluation assists general and human resource managers to reduce the rate of employee turnover
because turbulent business environments have multiple social, economic, political, and
environmental impacts on employees.

Therefore, organisations need to frequently measure their employees” well-being and satisfaction
levels (Rozman et al., 2017) to identify and resolve their employees’ concerns before it affects the
business’s customer care and service delivery (Alemshet etal., 2011; Ramana-Murthy & Harikrishna,
2015). Govender and Jasson (2018) emphasise that employee satisfaction enhances customer
satisfaction.

The most common reasons for measuring, researching, and investigating employees’ job
satisfaction levels are to positively influence and improve an employee’s performance at the
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workplace (Govender & Jasson, 2018; Mardalena, 2020; Peric
etal., 2018), understand and meet employee’s needs for long-
term employee satisfaction (Masri, 2009; Swanepoel et al.,
2014), and to strengthen the organisational performance and
competitiveness (Lillo-Banuls et al., 2018; Tasios & Giannouli,
2017).

Ngcobo et al. (2022) strongly accent that employees are
crucial role players in the process of creating and delivering
quality service, customer service satisfaction, and retention
within the service industry while developing organisational
development and revenue generation. Thus, organisations
have a responsibility to ensure that their hard-working
service employees are well satisfied and motivated to fulfil
their individual roles (Ngcobo et al., 2022).

To maintain this responsibility, organisations need to
incorporate certain job satisfaction factors when measuring
the significance and relevance of specific industry employee
levels of job satisfaction, in this case, the tourism and
hospitality staff at national parks. The research concept of
employee job satisfaction is a widespread practice that
includes multiple factors, models, and tools to measure job
satisfaction (Al Jenaibi, 2010; Suganthi, 2016; Yip et al., 2023).

Research purpose

The purpose of this article was to determine and rank the
factors of job satisfaction that are most significant towards an
overall job satisfaction of tourism and hospitality employees
within national parks. This will be achieved by:

e Presenting a demographical profile of tourism and
hospitality respondents within national parks and to
understand the type of respondents who determine these
significant factors of employee job satisfaction.

e Determining the relationship between factors of job
satisfaction, and the overall job satisfaction of tourism
and hospitality respondents within national parks.

e Ranking the adapted Job Descriptive Index (JDI) factors
of job satisfaction according to each factor’s level of
significance and recommend factors of job satisfaction
mostly significant to tourism and hospitality respondents
within national parks.

Motivation for the study

Itis critical for organisations to know and understand specific
factors of job satisfaction that are significant to employees’
level of job satisfaction within different organisations and
sectors because employee job satisfaction is an individual
and specific issue that differs from employee to employee
(Suganthi, 2016; Tasios & Giannouli, 2017). According to
Swanepoel et al. (2014), employee job satisfaction is a
workplace matter that is important and subjective to each
employee’s experience. Abuhashesh, Al-Dmour and
Masa’deh (2019), Kohler (1988), Peric et al. (2018), and Vroom
(1964) assert that employee job satisfaction is an individual
job experience and it is specific to employee’s individual
perceptions.
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The earliest definition of job satisfaction depicts that
job satisfaction is ‘any combination of psychological,
physiological, and environmental circumstances that cause
and [enable a] person truthfully to say I am satisfied with my
job” (Hoppock, 1935). Locke (1976) defines job satisfaction as
‘an employee’s pleasant or positive emotional state that is a
result of the whole work experience or performance on a
particular job”.

Thangaswamy and Thiyagaraj (2017) define employee job
satisfaction as ‘an individual’s complex attitude towards
his/her job’. Recently, Abuhashesh, Al-Dmour and Masa’deh
(2019) note that job satisfaction is ‘an individual’s viewpoint that
encompasses a way that an employee feels about his/her job and
the employing organisation’. This study adopted that employee
job satisfaction is a pleasant emotional state that results from an
employee’s perceptions and experience about the job.

Job satisfaction is a variable matter that depends on the
perception and experience of an employee (Suganthi, 2016).
Suganthi (2016) expresses a view that one employee may
experience job satisfaction and feel positive about the work
while another, on the contrary, may experience job
dissatisfaction and feel negative towards the very same job.
Job satisfaction may then be considered as an individual’s
sense of inner pride and accomplishment while doing a
specific job (Ahmad et al., 2021).

Academics and researchers have explored and developed
different theories to better understand the flow of employee
job satisfaction. Various models and tools such as individual
interviews, questionnaire surveys or regular special meetings
are used to measure employees’ level of job satisfaction
(Wexley & Yukl, 1984). Diverse instruments allow researchers
to use one or more instruments to measure the level of
employees’ job satisfaction (Astrauskaite et al., 2011).

Theories of employee job satisfaction

There are various theories of job satisfaction, and these may
basically be categorised into content theories which are often
concerned with basic needs and ambitions of employees as
well as process theories which are concerned with how
employees are inspired (Ahmad et al., 2021). Some of the
common theories include:

The affect theory

The affect theory is the most popular theory about employee
job satisfaction. Suganthi (2016) argues that with an affect
theory, employee job satisfaction is determined by what an
employee wants in a job versus what an employee has in a job.

Equity theory

Equity theory is a balance of employee’s views about their
input and output ratio compared to other groups or
individuals in a workplace (Suganthi, 2016). Suganthi (2016)
further notes that an equity theory allows for equitable
relationships in a workplace which enhances employee job
satisfaction.
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Discrepancy theory

This theory suggests that an employee’s satisfaction with
their work comes from what they feel is important rather than
the fulfilment or unfulfilment of their needs (Yip et al., 2023).

These theories may be categorised as both content and process
theories of employee job satisfaction. Affect and discrepancy
theory may be categorised as content theories, while the equity
theory may be categorised as the process theory. Evident from
different theories (Suganthi, 2016; Yip et al., 2023), it is clear
that the various theories of job satisfaction are necessary to
address employee satisfaction because employee satisfaction
differs from one employee to another. It is critical for managers,
practitioners, and academics to investigate and understand
the various theories that make employees satisfied at the
workplace (Ahmad et al., 2021).

Beyond the theories, there are various factors that are vital
towards employees’ satisfaction at the workplace (Yip et al.,
2023). Yip et al. (2023) argue the erroneous belief that one
aspect of job satisfaction may result to a complete employee
satisfaction. Employee job satisfaction is a broad concept and
differs according to individual needs (Suganthi, 2016).
Suganthi (2016) further indicates that the theories of employee
job satisfaction provide for some of the conditions that make
employees satisfied with their work.

AlJenaibi (2010) notes that factors of employee job satisfaction
are also widespread and as a result, the perception of this
concept varies among researchers, scientists, and scholars.
Moreover, job satisfaction has multiple dimensions and sides
that are influenced by many different factors which differ
from one employee to another (Al Jenaibi, 2010). Academics
and researchers use different tools and instruments to
measure job satisfaction. The following sub-section discusses
some of the common instruments.

Instruments to measure employee job
satisfaction

Swanepoel et al. (2014) argue that there are various
instruments and models that may be used to measure the
level of job satisfaction among employees. Astrauskaite et al.
(2011) attest that there are diverse instrument designs to
measure job satisfaction, and researchers may use multiple or
single instrument depending on their research goal. Table 1
exhibits some of the common instruments used to measure
the level of employee’s job satisfaction.

These instruments and measures of employee job satisfaction
share multiple factors that measure job satisfaction, namely,
salary, promotion opportunities, co-workers, supervision,
and nature of work. This revelation is related with the
literature which argues that there are multiple measures,
tools, and factors that may be combined or used in isolation
to measure the level of employee’s job satisfaction within a
workplace (Suganthi, 2016; Swanepoel et al., 2014; Tasios &
Giannouli, 2017; Yusoff et al., 2013).
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TABLE 1: Common instruments used to measure the level of employee’s job
satisfaction.

Instrument Description
Minnesota Minnesota Satisfaction Questionnaire (MSQ) is a widely known
Satisfaction questionnaire to measure job satisfaction in a workplace. It is

Questionnaire one of the questionnaires that have fixed response questions,
and it assumes that job satisfaction and dissatisfaction are part
of the same bipolar attitude continuum (Tasios & Giannouli,
2017). Tasios and Giannouli (2017) further note that MSQ
measures three aspects of employee job satisfaction.

Job Satisfaction  Job Satisfaction Survey (JSS) was developed and based on

Survey samples from community health centres, state psychiatric
hospitals, state social service departments, and nursing homes
(Astrauskaité et al., 2011). Of recent, JSS is one of the frequently
used instruments to measure job satisfaction in a workplace, and
the instrument has nine facets with four items per facet that are
presented as statements (Astrauskaité et al., 2011).

Job Descriptive  Tasios and Giannouli (2017) argue that the Job Descriptive Index

Index (JDI) is a widespread and popular questionnaire that is used to
measure employees’ job satisfaction across many disciplines and
industries. The tool is a most valid measure of employee job
satisfaction that contains 72 items to measure five factors of job
satisfaction in a workplace (Tasios & Giannouli, 2017).

Two-factor A two-factor theory uses motivator and hygiene factors to

theory measure and explain the satisfaction and dissatisfaction of
employees (Yusoff et al., 2013). Motivating factors are those
aspects of the job that provide employees with satisfaction and
make them want to perform, while the hygiene factors measure
the working environment of an employee (Suganthi, 2016).

Job satisfaction is made up of various factors, hence, the
primary goal of this study was to determine factors of
employee job satisfaction that are significant for tourism and
hospitality employees within national parks. These factors
are mostly classified as intrinsic and extrinsic factors. The
following sub-section discusses some of the common factors
that are used to measure the level of employee job satisfaction
in a workplace.

Job satisfaction factors

Although the selection and use of employee job satisfaction
measuring factors differs from author to author, and research
to research (Al Jenaibi, 2010; Peric et al., 2018; Ssegawa,
2014), generally there are seven factors that account
for employees’ job satisfaction in the workplace, namely,
the work itself, supervision, organisational management,
promotion opportunities, salary and other financial benefits,
co-workers, and working conditions (Al Jenaibi, 2010).

However, Gad et al. (2022), Gopinath and Kalpana (2019),
Rode (2004), Tasios and Giannouli (2017) all agree that most
common factors are the nature of work, supervision, salary,
and co-workers.

Even so, Al Jenaibi (2010) uses eight factors to measure the
level of job satisfaction, namely, salary and benefits, hours
worked, technology provided, facilities provided, work
stress, work environment, gender, and cooperation. Rode
(2004) indicates that the significant factors for job satisfaction
include promotions, salary, benefits, supervision, co-workers,
work conditions, communication, safety, productivity, and
work itself.

Each of these factors may mean something totally different
from one employee to another (Al Jenaibi, 2010). Factors of
employee job satisfaction are commonly classified into two
categories, namely, intrinsic factors and extrinsic factors
(Ssegawa, 2014).
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According to Gathungu and Wachira (2013) and Ssegawa
(2014), intrinsic factors refer to self-generated factors that
influence employees to be satisfied with their job. Examples
of intrinsic factors include freedom to act (autonomy), scope
to use and develop skills, opportunities for advancement,
elements of recognition, meaningful work, and job feedback
(Ssegawa, 2014; Tanjeen, 2013; Tasios & Giannouli, 2017).

Gathungu and Wachira (2013) further explain that extrinsic
factors of job satisfaction refer to what is done to or for
employees to satisfy them in the workplace. Examples of
extrinsic factors include working conditions, remuneration,
job characteristics, team cooperation, job security, committed
leadership, and promotional opportunities (Berliana et al.,
2018; Igbal, 2010; Ssegawa, 2014).

Research design

This article adopted a quantitative explanatory research
approach that aims to understand and recommend the
significant factors of employee job satisfaction (Mkhize, 2017)
for tourism and hospitality respondents within the national
parks. The relevance of this approach is important because
employee job satisfaction factors are subjective to the
individual employees, while it allows the researcher to
generalise findings to a specific population, together with
evidence of employee behaviour and demonstrate benefits
for implementing recommendations (Goertzen, 2017).

Research approaches are systematic procedures that
use research methods which are validated, reliable, and
acceptable to determine research value (Mkhize, 2017). The
following research methodological processes were applied to
achieve the goal of the study.

Research methodology

Researchers have an option to study either all or portion of
study units subject to availability of resources (Jennings,
2010). This article measures a portion of study participants,
and convenience sampling method was employed to allow
for participant selection on basis of proximity and availability
(Jennings, 2010).

A self-completed e-questionnaire was most appropriate
given the wide geographical spread of participants. Sekaran
and Bougie (2016) attest that questionnaire survey is the
common method of data collection, especially within the
tourism and hospitality research. Jennings (2010) and Sekaran
and Bougie (2016) further attest that self-completed
e-questionnaires allow for participants to participate at their
own pace and convenient time.

There were a total of 1658 tourism and hospitality employees
employed at different national parks when the study was
conducted. However, because of low level of computer
literacy, only 559 tourism and hospitality employees were
found to have access to technology because an e-questionnaire
requires access to computer and the Internet.
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According to Creative Research System (2012), with a target
population of n =559, confidence level of 95%, and confidence
interval of 5, there should be a minimum of 211 participants
to make a statistically significant analysis. Out of n = 559
participants who have access to technology, 211 responses
give a response rate of 38%.

Bless et al. (2013) recommend a response rate that is higher
than 10%, while Gillham (2000) asserts that a response rate
below 30% in a questionnaire study is considered doubtful.
The response rate was not favourable; however, it was
significant for statistical analysis, not doubtful, and acceptable
for a questionnaire-based study.

The study instrument met the principles of questionnaire
design and was approved by the agency of national parks
and Research Ethics Committee of the Faculty of Management
Sciences at Tshwane University of Technology. A written
official permission was sourced from the agency of national
parks to allow the tourism and hospitality employees the
opportunity to participate in the study.

An information sheet was further made available to enable
participants to make informed decision when participating
in the study. Information sheet provided the purpose of
research and made the respondents aware of their right not
to respond or discontinue participation at any stage without
any consequence. Through this process, the researcher made
adequate efforts to adhere and uphold ethical research
considerations.

Statistical analysis

Statistical Package for Social Science (SPSS) (International
Business Machines Corporation, Armonk, New York, NY,
United, V28). software programme was used to complete the
statistical analysis of the study. Descriptive statistics were
used to provide the description and demographical analysis
of participants who preferred the underlying significant
factors of employee job satisfaction. Descriptive statistics can
be used to discover and present facts about the phenomenon
(Buckingham & Saunders, 2004).

A correlation analysis was used to analyse the strength of
relationship and significance among the factors of employee
job satisfaction. According to McDonald (2014), correlation
analysis can be used to measure the strength of association
between variables and thus it was appropriate for this study.
Cronbach’s Alpha analysis was finally used to measure the
level of reliability of a scale that was used on a research
instrument (Venter, 2011).

Main findings
The SPSS was used to analyse the data and multiple statistical
analysis tools were used to summarise and interpret the data.

The following sub-sections discuss the demographical
findings, Spearman and pairwise correlation analysis.
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Demographic analysis

Demographical data of tourism and hospitality respondents
within the national parks were collected to achieve the
secondary objective of presenting demographical profile of a
tourism and hospitality respondent within a national park.
This profile provides a descriptive understanding of what
type of tourism and hospitality employees have a strong
belief on factors of job satisfaction. Table 2 exhibits the
descriptive analysis of respondents’” demographical factors
in the form of frequency and percentages.

This study analyses seven demographical factors, namely,
employees’ position, level of education, salary band, years of
service, marital status, age, and gender. Findings of the study
indicated that many respondents (41%) were junior
employees, who had a National Diploma (42%), and were on
B-band salary scale (45%). Out of the 211 respondents, 57
(27%) had 6-15 years of tourism and hospitality services
within national parks. A large majority of respondents (48%)
were married employees, females had a representation of

TABLE 2: Descriptive analysis of respondents’ demographical factors.

Factor Variable Freq. %
Position Contract 20 9
Junior employee 86 41
Supervisor 38 18
Junior manager 50 24
Senior manager 8 4
General manager 2 1
Regional manager 7 3
Peterson salary scale Contract 14 7
A 4 2
B 94 45
C 68 32
D 26 12
E 5 2
Marital status Single 78 37
Living with a partner 22 10
Married 101 48
Divorced 7 3
Widow or widower 3 2
Sex Male 78 37
Female 133 63
Level of education No formal education 10 5
Matric 48 23
Diploma 89 42
Advance diploma/degree 39 18
Postgraduate/honours 12 6
Masters 11 5
Doctorate 2 1
Years of service 0-5 54 26
6-10 57 27
11-15 46 22
16-20 31 15
21-25 8 4
26 + 15 6
Age (in years) 18-29 25 12
30-39 95 45
40-49 55 26
50-59 30 14
60-69 6 3

Freq., frequency.
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63%, and the age of most of the respondents (45%) ranged
from 30-39 years.

The demographical analysis revealed a profile of tourism and
hospitality respondents within the national parks. Table 3
presents the demographical profile of a tourism and
hospitality respondent within a national park. Demographical
findings indicated that the measured employees were largely
junior employees on a B-band salary scale, married females
aged 30-39 years with a tertiary qualification and 6-10 years
of service. More than 60% of the respondents lacked
managerial experience; this outcome relates and explains the
situation of many employees being on the B-band salary scale.

It was not surprising to discover that the majority of tourism
and hospitality respondents within national parks were
females because the tourism and hospitality sector is
commonly perceived as a sector thatis dominated by females.
Demographical findings of this research made a good logical
sense on bases that the participated tourism and hospitality
respondents were young couples at lower salary band, with
tertiary qualifications, and strong possibilities to reach
managerial level. Demographical findings would not make
logical sense if most employees were young with higher
salary band, no tertiary qualification, and more than 26 years
of service.

Spearman correlation analysis

Measures of Spearman correlation coefficient analysis are
defined by the thresholds on strength of relationship (Lani,
2010). The thresholds include a very weak relationship (0.00-
0.19), weak relationship (0.20-0.39), moderate relationship
(0.40-0.59), strong relationship (0.60-0.79), and very strong
relationship (0.80-1.0). Table 4 presents the results of
Spearman correlation analysis on factors of job satisfaction.
This study adapted the factors of JDI to determine the strength
of significance between these factors and job satisfaction.

Findings of Spearman correlation analysis indicated that the
four out of five factors were moderately associated to job
satisfaction and only one factor was strongly associated to
job satisfaction. Present work showed a strong and significant
association towards job satisfaction with a coefficient value
of 0.64 while the other factors demonstrated a moderate
relationship towards job satisfaction, namely, promotion
opportunities (0.45), people on the job (0.43), supervision
(0.41), and salary (0.40).

TABLE 3: Demographical profile of tourism and hospitality respondent within
the national parks.

Description Result

Gender Female

Age 30-39 years
Marital status Married
Position Junior employee
Salary band B

Years of service 6-10 years

Level of education Diploma
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TABLE 4: Spearman correlation analysis of job satisfaction.
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Factors of job satisfaction General job Promotion opportunity Salary Supervision People on the job Present work
General job 1.0000 -

Promotion opportunity 0.4546 1.0000 -

Salary 0.4016 0.4859 1.0000 -

Supervision 0.4124 0.4534 0.3974 1.0000

People on the job 0.4330 0.3622 0.2124 0.1677 1.0000

Present work 0.6450 0.4230 0.4480 0.5550 0.3303 1.0000

Further analysis on these four moderate factors showed that
salary was a least moderate factor with least association
towards job satisfaction. Promotion opportunity had a
moderate association towards job satisfaction and this
association was stronger than the factors of people on the job
(043) and supervision (0.41). Tourism and hospitality
respondents within national parks found salary and
supervision being the least significant compared to people on
the job, promotion opportunity, and present work. This was
interesting because Tasios and Giannouli (2017) found salary
and remuneration to be the most significant factors of job
satisfaction within the workplace. Pairwise correlation analysis
was used to support the findings of Spearman correlation
analysis.

Pairwise correlation analysis

Pairwise correlation analysis was presented on a scatter plot
matrix and this analysis indicated the strength of association
between the JDI factors of job satisfaction and overall job
satisfaction among the respondents. Moore et al. (2013) argue
that scatter plots are less detailed because of hundreds of
data sets that are presented on each data set.

However, scatter plot matrix provides a meaningful and
rich illustration of relationship between two variables
(Moore et al., 2013). Data sets of scatter plot are interpreted in
three options, namely, upward linear line that shows a strong
and positive association, downward linear line that shows a
weak level of association, and parallel line that shows a
moderate association of variables.

Figure 1 illustrates the strength of relationship between the
JDI factors of job satisfaction and overall job satisfaction
among the tourism and hospitality respondents within
national parks. Findings of this analysis indicated that
promotion opportunity had a parallel line that was nearly
upward, and this showed a moderate relationship that was
almost strong towards job satisfaction.

Salary had a straight parallel line, and this indicated a least
moderate relationship towards job satisfaction. Supervision
and people on the job had a parallel line that was almost
upward but not as upward as promotion opportunity, and
this indicated a moderate relationship. Present work
presented a clear upward linear line which translated to a
strong relationship between present work and job satisfaction.

Findings of both Spearman and pairwise correlation analysis
exhibited the same outcome of relationships. This outcome

http://www.sajhrm.co.za . Open Access

indicated that present work had a strong and significant
relationship towards job satisfaction. It is not disputable that
the tourism and hospitality respondents within national
parks found present work to be the most satisfying factor
than the promotion opportunity, people on the job,
supervision, and salary.

The primary goal of this article was to reveal the significant
factor/s of employee job satisfaction using the adapted
factors of job satisfaction from JDI measuring tool. The third
secondary objective of the article was to rank the adapted JDI
factors of job satisfaction in order to recommend the most
significant factor/s of job satisfaction for tourism and
hospitality employees within national parks.

The above correlation analysis enabled the researcher to
rank the JDI factors of job satisfaction from 1 to 5 where 1
had strong significance, 2 had moderately strong significance,
3 had moderate significance, 4 had moderately least
significance, and 5 had least significance towards job
satisfaction. Table 5 demonstrates the ranking of JDI factors
of job satisfaction.

According to Table 5, present work had strong significance,
promotion opportunity had moderately strong significance,
people on the job had moderate significance, supervision had
moderately least significance, and salary had least significance
towards job satisfaction among the tourism and hospitality
respondents within national parks.

This article found present work as the most significant
factor of job satisfaction and salary as the least significant
factor of job satisfaction. It was not surprising to find
present work as the most significant factor; however, it may
be arguable that salary cannot be perceived as a least
significant factor of job satisfaction. The following section
presents a discussion of these findings in consideration of
other studies.

Managerial implication

It is a common key characteristic for a labour-intensive
tourism industry to employ employees from diverse
backgrounds (Lillo-Banuls et al., 2018). This study revealed
that tourism and hospitality employees within national parks
have diverse demographical backgrounds. An analysis of
Lillo-Banuls et al. (2018) on Spanish survey about the quality
of life at work revealed that tourism employees are mostly
younger age groups with lower level of education and mostly
males than females.
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FIGURE 1: Pairwise correlation analysis on a scatterplot matrix.

TABLE 5: Ranking of Job Descriptive Index factors of job satisfaction.

JDI factors of job satisfaction Spearman findings Pairwise findings

1. Present work 0.64
2. Promotion opportunity 0.45
3. People on the job 0.43
it ]
4. Supervision 0.41 a
L
»2 . e
¥
5. Salary 0.40 =
e
L]
*
-

The analysis of Lillo-Banuls et al. (2018) contrasts with the
findings of this study. Demographical analysis revealed that
many tourism and hospitality respondents within national

http://www.sajhrm.co.za . Open Access

parks are females with tertiary education. The analysis of age
group of this study concurs with the findings of Lillo-Banuls
et al. (2018) that tourism employees are mostly young people.
This study further revealed that present work was the most
significant factor of employee job satisfaction within the
national parks.

The studies of Lam et al. (2001a) and Lam et al. (2001b)
similarly conclude that working conditions, environment
and work itself are crucial predictors of employee job
satisfaction. According to Wexley and Yukl (1984), job
characteristics are job satisfiers that relate to a person’s higher
order of needs and psychological growth. These job
characteristics include work that is interesting and
challenging, responsibility and opportunity for achievement,

and recognition and advancement (Wexley & Yukl, 1984).

Present work is important; and it is critical for tourism
employers to design job characteristics that are interesting to
improve employee job satisfaction. Grant et al. (2011) find
that job redesign and better work characteristics improve the
levels of employeejob satisfaction and employee performance.
Methods of job redesign may include job rotation,
enlargement, and enrichment (Parvin & Kabir, 2011). Job
conditions and characteristics are strong influencers of



http://www.sajhrm.co.za

employee job satisfaction within the tourism industry (Lillo-
Banuls et al., 2018).

This study discovered that promotion opportunities, people
on the job, and supervision are moderately significant factors
of employee job satisfaction (Lillo-Banuls et al., 2018).
Berliana et al. (2018) note that promotion is partially relative
to rewards in a workplace and employees appreciate fair
promotional processes to achieve trust between management
and employees. Tourism employers and human resource
practitioners must not overlook these moderately significant
factors because employees still appreciate fairness and
consideration of these factors to achieve employee job
satisfaction.

Employees’ salary is a common predictor of job satisfaction
and tourism employers must improve remuneration
packages to achieve higher levels of employee job satisfaction
(Pan, 2015). Tasios and Giannouli (2017) argue that although
salary is associated with job satisfaction, an increase in salary
does not necessarily translate to greater job satisfaction
because salary correlates with and influences the perceived
justice of efforts that an employee invests in a workplace.
Findings of this study align with Tasios and Giannouli (2017)
who indicate that although salary is a critical factor that
associates with job satisfaction, salary does not necessarily
determine employees” higher level of job satisfaction.

The key findings of the study are summarised below:

* The first secondary objective of the study was to present
a demographical profile of a tourism and hospitality
respondent within a national park. This study found that
tourism and hospitality employees have a diverse
background.

® The primary goal of the study was to determine and rank
the factors of job satisfaction that are most significant
towards an overall job satisfaction of tourism and
hospitality employees within a national park. Present
work was found to be the most significant factor that
contributed towards job satisfaction.

e Promotion opportunities, people on the job, and
supervision were found to be the moderately significant
factors for achieving job satisfaction among the tourism
and hospitality employees.

Contribution

The study revealed that job satisfaction is crucial especially
among the tourism and hospitality employees within the
services industry. Tourism and hospitality employees are
required to ensure customer retention, loyalty, and
satisfaction. It is critical for tourism managers and human
resource practitioners to ensure that these employees are
satisfied to become productive and deliver satisfaction for
customers.

The study indicated that managers, practitioners, and
academics research the levels of employees’ job satisfaction to
understand the needs of employees, strengthen organisational

Page 8 of 10 . Original Research

http://www.sajhrm.co.za . Open Access

performance and competitiveness, and to retain talent. The
primary purpose of the study was to determine the factors
and rank the factors of job satisfaction that are most significant
towards an overall job satisfaction of tourism and hospitality
employees within national parks.

Tourism and hospitality respondents within national parks
established that present work is a most significant factor of
employee job satisfaction, and there were three moderately
significant factors of job satisfaction, namely, promotional
opportunities, people on the job, and supervision. Salary
was ranked as a least significant factor of job satisfaction for
tourism and hospitality respondents within national parks.

This study makes a significant contribution towards the
tourism employment literature for tourism managers, human
resource practitioners, and academics. Tourism employment
is largely associated with negative characteristics such as
long working hours, low wage, and abusive conditions.
Moreover, tourism employees are still required to deliver
excellent services that exceed customer expectations to
achieve customer retention and satisfaction. The following
are some of the recommendations to be considered for future
research:

e Tourism managers and human resource practitioners
need to design work that is fulfilling, meaningful, and
relates to higher order of needs and psychological growth
for tourism and hospitality employees. This job design
will significantly improve the level of employee
satisfaction within national parks.

e This study focussed solely on employees within national
parks. There is a need for future research that measures
job satisfaction within other sectors of the tourism
industry and eventually to have a study that analyses job
satisfaction across all sectors of tourism.

It is necessary for tourism employers and policy makers to
redesign the conditions of tourism employment and change
the negative perception that affects employees’ level of job
satisfaction and performance. Tourism employers and policy
developers need to give a stronger focus on job satisfaction
factors that are relevant and significant for tourism and
hospitality employees to achieve high levels of employee job
satisfaction within the tourism industry.
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