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Abstract 

High employee turnover rate is a central problem in many organizations. This study’s aim is to examine the 
relationship among job satisfaction, organizational commitment, and turnover intention of employees. A model 
of job satisfaction, organizational commitment, and turnover intention is developed and tested in one field study. 
In this study, using a 150 employees of a Jordanian communications (Orange) company, were given 
questionnaires to complete during regular working hours; 150 completed questionnaires were returned. Each 
variable was measured using reliable developed scales: job satisfaction (5 items), adapted from (Yücel, 2012), 
organizational commitment (12 items) by (Allen, & Meyer, 1990, 1993; Yücel, 2012), and turnover intention (3 
items) by (Lance, 1988; Yücel, 2012). Data was input into SPSS and analyzed used Structural equation modeling 
to test research hypotheses is used and the model that has high reliability and validity is developed.  Amos 
results indicate that there some hypotheses: results of this study were as follows: H1 show that: organizational 
commitment was insignificant on turnover intention, and for H2 show that job satisfaction significant impact on 
turnover intention. In addition, H3 show that the job satisfaction was insignificant on organizational commitment. 
Finally, H4 show that the organizational commitment not mediates the relationship between job satisfaction and 
turnover intention of employees. 
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1. Introduction  

Jordanian business organizations facing several challenges in all areas of industrial, commercial and  service, 
because Jordan is characterized by the presence of the open market toward the world and its accession to the 
WTO and face hard competitive, and this imposes a challenge to remove from the Their competitiveness. 
However, that it could face competition in the local market and international markets and this puts great pressure 
on senior management responsible for those organizations, since they have to operate on the proper use of 
available resources and high levels of quality performance. Previous studies suggested that job satisfaction has a 
significant and positive relationship with all dimensions of organizational commitment (Bagozzi, 1980; Reichers, 
1985). In contrast, the relationship between organizational commitment and job satisfaction are jointed variables 
affecting negative results such as turnover intention (Shore and Martin, 1989; Yücel, 2012). Furthermore, Jordan 
is facing problem of high turnover rate among private communication sector professional (PCSP), the leave 
Jordanian PCSP services to start their own firms or to turnover to private sector. Likewise, Jordan private 
professional sector have a high turnover than non-professional, the most important reasons the salary in PCS still 
below an employee expectation, while other companies paid better in the private sector. The increased 
competition between organizations, and increase competitiveness in the global market makes it necessary to 
provide staff with the knowledge, given the importance than ever to ensure the effectiveness of the organization. 

The private sector in Jordan has invested millions since entering the service of cellular communications Jordan 
in 1995. They also confirmed the absence of legal grounds on which the idea of licensing the third generation of 
them, along with the absence of logic in building on the study took place in 2003 at about the reality of the 
market, which changed both in terms of number of operators, or prevalence rate, or the degree of competition, or 
even price level (alrai, 2008). In 2008 worked in the market for cellular communications companies Zine ''Fast 
Link previously and ''Orange" Mobile Com previously, and Umniah along with the company Express mobile 
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radio services, where do these companies combined base of subscribers is estimated at about 4.7 million 
subscribers, by Proliferation of more than 80%, reinforced by low rate of return of a single common market to 
around 10 dinars (alrai, 2008). Therefore, Turnover intention, organization commitment and job satisfaction have 
been focus of many industrial and organizational psychologists, management and scientists. Furthermore, few 
studies have focused on employees' behavior in communication settings (Jeroen et al., 2007; Vivien and 
Thompson, 2009). It gives an idea that the employee's' behavior is not important for academic studies to 
investigating the factors that influence on employee's behavior. 

It is important to ensure that understanding employee's' behavior is crucial for both employees themselves and 
organizations settings. Thus, the communications ministry wants to understand the employee's' behavior and 
what might influence their job conditions. Meanwhile, the decision makers in the ministry of communications, 
services providers have to be aware of employee's' behavior despite their location in order to do whatever 
necessary to meet their expectations (Pearce, 2005). 

2. Literature Review 

A high rate of employee turnover in an organization means increased recruiting, selection, and training costs. 
Have remaining as the primary variables effect on employee turnover behavior as job satisfaction, organization 
commitment absenteeism, employee ownership and researcher suggested training also effect on employee 
turnover (Schwab, 1991). Turnover intention, organization commitment, job satisfaction and organization 
satisfaction have been focus of many industrial and organizational psychologists, management and scientists. 
The key conceptual distinction between satisfaction, commitment, and turnover is that the first two concepts are 
employee attitudes or “orientations”, but turnover refers to an employee behavior (Douglas B. Currivan, 1999). 
General Definitions Employee turnover occurs when employees, hired by the organization to perform a service, 
leave the organization. Employee departures may be voluntary or involuntary (Abbasi & Hollman, 2000). 
Research in employee turnover is primarily concerned with voluntary turnover defined as “individual 
movements across the membership boundary of a social system which is initiated by the individual” (Price, 
1977). 

In recent models, job satisfaction (defined as degree to which employees have a positive affective orientation 
towards employment by the organization; Price, 1997) and organizational commitment (defined as loyalty to a 
social unit; Price, 1997). This study contributes to our understanding of the turnover process by specifying more 
precise assumptions about the relationship between satisfaction, commitment, while the emphasis in this study is 
on the causal relationship between satisfaction and commitment in communications sector. However, the 
planning for human resource, commitment and of staff powerful tool that leads to the success of organization. 
Therefore, the most important goals of the organizations is overcome the competitors and provide better services 
to the client, interested organizations to develop a strategy for well-trained work force vital to improve the 
production rate, the new professional in need of professional qualification, external courses to learn the 
experience of others. Development of new service requires staff training on how to use and provide to consumers 
(Priti Jain, 1999). 

According to Kim, Leong, Yong (2005) job satisfaction is the extent to which a worker feels positively or 
negatively. Job satisfaction refers to the employees’ general affective evaluation of their job. In the 
communication industry, job satisfaction helps to ensure that employees will treat customers with the utmost 
respect, because the importance of customer contact in developing relationships with customers, employees’ job 
satisfaction is a primary concern for communication organizations that rely upon a loyal clientele. In general, job 
satisfaction leads to good employee performance, which, in turn makes them less likely to leave. According to 
Jerome and Kleiner (1995) stated that companies that exhibited high commitment to improving the employees’ 
job satisfaction, motivation, and morale may realize long-term benefits of corporate success, loyalty, 
productivity, and employee retention. Job satisfaction has positive association with organizational commitment, 
employees who are satisfied with their jobs have greater organizational commitment than do dissatisfied 
employees (Kim et al., 2005). 

According to Victoria Bellou, (2008) identify commitment as “a psychological state that binds the individual to 
the organization”, that comprises of three dimensions (affective, continuance, and normative commitment). In 
addition, among the positive outcomes of organizational commitment is employee intention to remain at the 
organization, organizational commitment as an attachment to or identification with the organization. Such an 
attachment may be considered an emotional response, particularly when the individual believes strongly in the 
organization’s goals and values and/or demonstrates a strong desire to maintain membership in the organization 
(Kim et al., 2005). Similarly, common limitations in research design of previous studies of the turnover process 
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have prevented researchers from conducting appropriate analysis, and drawing precise conclusions, on the causal 
relationship between satisfaction and commitment. 

Intention of leaving is an important outcome in the behavior of communication employees. Although intention of 
leaving is an undesirable outcome for organizations, it is valuable to understand its predictors in order to 
minimize its negative impact on an organization’s effectiveness. To reduce the turnover rate in the 
communication industry, the firm must be sensitive to the intrinsic motivational factors of employees (Kim et al., 
2005). Woods and Macaulay (1989) stated that turnover was not an issue, since there was an abundant labor 
supply. However, the labor force is shrinking and this shrinkage brings about high turnover and poor customer 
service. The effects of turnover are related to a reduction in managerial readiness, loss of sales, and a decrease in 
the company’s profits. Researchers have theorized that low levels of organizational commitment will lead to 
willingness to search for another job, intention of leaving, and turnover. Research results have shown that 
organizational commitment is negatively related to intention of leaving. The basic objective of this article is to 
posit the relationships among job satisfaction, organizational commitment and turnover intention. 

Figure 1 depicts the conceptual framework of relationships among job satisfaction, organizational commitment, 
and turnover intention. 

 

 

 

 

 

 

 

    

 

 

 

 

 

Figure 1. Model of study 

 

3. Hypotheses of the study 

There is a relationship between organizational commitment and job satisfaction on employee turnover intention 
in private Jordanian communication. This section includes the hypothesis information of this study as discussed 
below: 

H1: organizational commitment is negatively related to turnover intention of employee. 

H2: Job satisfaction is negatively related to turnover intention of employee. 

H3: Job satisfaction is positive related to organizational commitment. 

H4: organizational commitment mediates the relationship between Job satisfaction and turnover intention of 
employee.  

4. Methodology 

This study utilizes quantitative research design to investigate the predictors of turnover intention of employees 
work in communications sector. The population of this study consists of employees in the Orange Company in 
Amman. This study selected employees due to some reasons. Firstly, it has been used in past studies (Allen & 
Meyer, 1990, 1993; Yücel, 2012). Secondly, the employees can use the correct information regarding the model 
such as commitment dimensions and job satisfaction. Thirdly, employees inside Jordanian communications have 
fresh memories according to their experiences and reasons of employee’s turnover. A systematic random sample 
was used in which 150 respondents were identified from 3 places in the capital of Jordan (Amman).The 
questionnaire is divided into four parts: part (1) demographic variables (12 items); part (2) job satisfaction (5 
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Job Satisfaction 

Turnover 
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items) adapted from Yücel (2012) and part (3) organizational commitment (12 items) adopted from (Allen & 
Meyer, 1990, 1993; Yücel, 2012). Finally, part (4) turnover intention (3 items) adapted from (Lance, 1988; 
Yücel, 2012). Furthermore, this study used Structural Equation Modeling (SEM) by using Amos program instead 
of multiple regressions because SEM can give more goodness of Fit indices for the full structural model, giving 
more superior empirical results (Hair et al., 2006). All variables were measured using five-point Likert scales 
from (1) Strongly disagree, (2) Disagree, (3)Undecided, (4) Agree, (5) Strongly Agree. 

5. Results 

5.1 Demographic Profile of the Respondents 

The respondents’ ages ranged from 20 to more than 50 years old. There are more male respondents (21%) 
compared to female (79%). The majority was married (77%). Finally, the majority of income was from 1000$ to 
2000$ (60%). 

5.2 Reliability and Normality 

This study consists of two exogenous (organizational commitment and job satisfaction) and one endogenous 
variable (turnover intention) (Table 1). Each construct shows Cronbach alpha value of acceptable values of 
above 0.60 (Nunnally, 1970). Therefore, reliability values for all constructs are range from .81 to .99.This 
indicates that all constructs have acceptable internal consistency. In addition, 6 items remaining after 
confirmatory factor analysis CFA. The second test is the composite reliability of each measure (see Table 1). 
This was assessed using Nunnally (1970) guideline for assessing reliability coefficients. Composite reliability 
developed by Werts et al (1974), measures the reliability of a construct in the measurement model. The 
composite reliability is calculated by use of the following equation:  

Composite reliability =   

 
  


jngdizedloadis

gdizedlodins

2

2

tan

tan

 
Source: Hair et al. 1998:624. 

In addition, a composite reliability index that exceeds 0.70 indicates satisfactory internal consistency (Hair et al., 
1998). 

 

Table 1. Descriptive statistics of variables 

Construct  Original Items Total Mean Standard 

Deviation  

Items after 

CFA 

Cronbach 

Alpha after 

CFA 

Composite 

Reliability 

Organizational commitment 12 3.1 .72 2 .74 .81 

Job satisfaction 5 3.4 .61 2 .71 .90 

Turnover intention 3 3.2 .92 2 .96 .99 

The summary of the composite reliability based on the standardized factor loadings obtained from the final revised structural model, all 

constructs have acceptable value of above 0.60 (Nunnally, 1970) or exceeds 0.70 (Hair et al., 1998). 

 

5.3 Confirmatory Factor Analysis (CFA) Results 

Table 2 shows the confirmatory factor analysis results, which illustrates factor loadings of all observed variables 
or items are adequate ranging from 0.68 to 0.97. In this study, the "cut-off" point chosen for significant loading 
is 0.40, the minimum level required for a sample size of 150 and above as suggested by (Hair et al. 2006, p 128). 
This indicates that all the constructs conform to the construct validity test. 
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Table 2. Final confirmatory factor analysis results of construct variables 

Construct  Code Attributes  Factor 

Loading 

Organizational 

Commitment 

OCC1 

 

OCC2 

Right now, staying with my organization is a matter of necessity as much 

as desire. 

It would be very hard for me to leave my organization right now, even if 

I wanted to. 

.84 

.71 

Job Satisfaction JOS4 

JOS5 

Most days I am enthusiastic about my work. 

I find real enjoyment in my work. 

.83 

.68 

Turnover Intention TRN1 

TRN2 

I intend to leave the organization. 

I intent to make a genuine effort to find another job over the next few 

months. 

.97 

.96 

 

5.4 Discriminant Validity of Constructs 

Discriminant validity is another major type of construct validity to test for multi-collinearity. It refers to whether 
observed constructs that are highly related to each other (Campbell & Fiske, 1959; Gaski (1984)). Table 3 shows 
the result of the calculated variance extracted (VE) to support discriminant validity of constructs. Average 
variance extracted (AVE) is the average VE values of two constructs (Table 4). The AVE derived from the 
calculation of variance extracted using the following equation: 

Variance Extracted =  
  jCdardizedSMs

CdardizedSMs




2

2

tan

tan  

Source: Hair et al., 1998:624. 

 

Table 3. Variance extracted of variables 

Observed Variables SMC SMC2 Measurement         
Error 

Variance 
Extracted  

OCC1 
OCC2 
Organizational Commitment(Total) 

.49 

.26 

.75 

.24 

.07 

.31 

.14 

.14 

.28 

.71 

JOS4 
JOS5 
Job Satisfaction(Total) 

.68 

.46 
1.14 

.46 

.21 

.67 

.10 

.11 

.21 

.76 

TRN1 
TRN2 
Turnover Intention(Total) 

.93 

.93 
1.86 

.86 

.86 
1.72 

.05 

.05 

.10 

.95 

 

Table 4. Average variance extracted (AVE) matrix of exogenous variables 

Variable Name Organizational Commitment Job Satisfaction 

Organizational Commitment 1 .74 

Job Satisfaction .74 1 

 

Table 5. Correlation & correlation square matrix among exogenous variables 

Variables Name Organizational Commitment Job Satisfaction 

Organizational Commitment 1 .68(.46) 

Job Satisfaction .68(.46) 1 

 

5.5 Goodness of Fit Indices 

Confirmatory factor analysis was conducted for every construct and measurement models. Bagozzi and Yi (1988) 
point out that the measurement model has a good fit with the data based on assessment criteria such as GFI, CFI, 
TLI, and RMSEA. Table 6 shows that the goodness of fit of generated model is better compared to the 
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hypothesized model. However, Hair et al (2006) point out that all CFAs of constructs produced a relatively good 
fit as indicated by the goodness of fit indices such as CMIN/DF ratio (< 2); goodness of fit Index (GFI) of (> 
0.90); P-value (> 0.05); and root mean square error of approximation (RMSEA) of values less than 0.08. Table 6 
and figure 3 shows that the goodness of fit of generating model is better compared to the hypothesized model. 

 

Table 6. Generating model and hypothesized model results 

Indicators  Generating Model Hypothesized Model 

CMIN 10.275 612.650 

DF 5 167 

CMIN/DF 2.055 3.669 

P-value .06 .000 

RMSEA .08 .134 

CFI .99 .70 

TLI .69 .66 

IFI .99 .70 

 

5.6 Hypotheses Results 

As shown in Figure 2 hypothesized model did not achieve model fit (p<.000), hence, the explanation of 
hypotheses result is based on Generating Model (GM) (Table 7 and Figure 3). Based on the finding (Table 7), 
Job satisfaction is negatively related to turnover intention (H2) supported). The other two hypotheses (H1 and 
H3) were not significant. 

 

Table 7. Direct impact Generating Model (GM): Standardized regression weights 

Hypothesis  From  To  Estimate  C.R P Hypothesis Support 

H1 Organizational 

Commitment 

Turnover Intention -.15 -.014 .99 NO 

H2 Job Satisfaction Turnover Intention .83 4.7 *** YES 

H3 Job Satisfaction Organizational 

Commitment 

.83 .014 .99 NO 

 

 
Figure 2. Hypothesized models 
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Figure 3. Generating Model (GM) 

 

Table 8 indicate that the two exogenous variables (job satisfaction and organizational commitment) jointly 
explained 45% variance in turnover intention and job satisfaction explains 46% variance in organizational 
commitment. 

 

Table 8. Squared multiple correlation results 

Endogenous Variable Squared multiple correlation (SMC) = R2 

Turnover Intention .45 

Organizational Commitment .46 

 

5.7 Mediating Effect Analysis of Generating Model (GM) 

This study tested mediating effect of organizational commitment in the relationship between job satisfaction and 
turnover intention (H4) shows no mediating effect (see Table 1.9).This results because the relation between job 
satisfaction and organizational commitment not significant and the relationship between job satisfaction and 
turnover intention significant (see Table 7). In additionally, indirect effect less than direct effect, this that means 
that organizational commitment not mediating between job satisfaction and turnover intention. 

 

Table 9. Mediating effect of organizational commitment 

Hypothesis  From  Mediation To  Direct 

effect 

Indirect 

effect 

Mediating  

H4 job satisfaction organizational 

commitment 

turnover 

intention 

.78 .12 Not 

Mediating 

 

6. Discussion 

As mentioned earlier, this study attempts to examine the goodness of fit of the hypothesized structural model by 
integrating job satisfaction and organizational commitment. The hypothesized model does not achieve model fit 
(p-value=0.000, p<0.001). This implies that hypothesized model is not supported. However, the Generating 
Model (GM) accomplished model fits, thus, results could be generalized to the population. Job satisfaction has a 
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direct negative significant impact on turnover intention. Past studies have obtained similar result (Mahdi, et al., 
2012; Egan et al., 2004; Farrell and Rusbult, 1981) Thus, a negative relationship between Job satisfaction and 
turnover intention means that the employees have intent to leave the current work if they not satisfied in future. 

In this sense, it should be emphasized on the communications sector to make employees' satisfaction a priority of 
its work. As well as, focus on the dimensions that contribute to the satisfaction of employees, such as training 
and participation in international conferences and monthly and annual incentives that contribute to the survival 
of the employees of the company for as long as possible. Second, organizational commitment have no 
relationship with turnover intention, past studies have obtained similar result (Masemola, 2011). Third, the 
relationship between job satisfaction and organizational commitment is not insignificant (positive relationship) 
which is similar to previous study (Suk and Suk, 2011).  

7. Suggestion for future research 

This study focuses of a Jordanian communications (Orange) company only. Future research should investigate 
the model in other companies and industries in Jordan such as on banking, tourism, and insurance. Other 
determinant factors need to be considered in future research such as technological factors (i.e. Internet), 
providing a services, incentives, environment factors, and infrastructure factors. More importantly, the Ministry 
of Jordanian communications should focus more on the safety, availability of modern facilities for employees 
and development of better transportations avenues that could help employees to have a faster access to all 
company sites.  

8. Conclusion 

This research examines the antecedents of turnover intention among employees using SEM. Job satisfaction is 
found to be negatively and significantly related to turnover intention while organizational commitments are not. 
Also, job satisfaction found positively and insignificant related to organizational commitments. The result also 
shows that the Generating Model (GM) is the best model to explain the satisfaction and commitment of 
employees to turnover intention as compared to the Hypothesized Models. 
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