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Abstract. The current study aimed to investigate and study the relationship between the
Motivational Potential score and Job involvement in banks of Pars Abad. The sample
size of the study obtained via applying Cochran sampling formula which involved 155
participants. To analyze the study's hypothesis, Pearson's correlation coefficient, T-
Test, and correlation of two independent societies were used. Results of data analysis
indicated that: there was a significant relationship between motivational potential score
and job involvement among staffs. There is no significant difference among public and
private banks in dimensions of job's motivational potential score and job's
involvement, and also in comparative study of variables of public and private banks
there is no significant difference.
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1 Introduction

Banks as one of country's large organizations formed in order to
serve community, play key role in development of the country,
and this factor causes managers and staffs as a skilled and expert
manpower in this section, be a key element which requires
attention and research (Mousavi Mohammad Rezalou, 2015).
Banks as a main economic resources play vital role in
development and economic growth of a country, because they
act as a provider of liquidity in services and manufacturer of
information (Sofian & Habiballah, 2010), and play key role in
the fostering of economic and social conditions of a country.
Due to this issue that banks staff organize economic system, and
play their role at public and private sectors as an economic core
with mobilizing household savings; however the current study
investigates the relationship between motivational potential score
with Job involvement among staffs, and whether there is a
relationship between jobs motivational potential score with job
involvement? Why someone in the company with owning the
same possibilities and benefits are active and motivated, but in
the other hand why someone else with many problems are
persistent? In which condition staffs use their maximum capacity
to do their responsibility? Answering to such questions will be
accessible by recognizing what factors motivate staffs.
Consequently, with regarding the importance of subject in this
domain, this study was conducted with the aim of recognizing
effective factors on motivational potential score andjob
involvement among Pars Abad's private and public banks staff,
in which on the basis of obtained results we steps towards
suitable planning and increasing job motivation and staff's
capability and also to achieve organizational goals. Job
involvement recognized as one of the effective tools to increase
staff's efficiency with increasing their participation and
obligation. Organizations are facing with intense competitive
pressure, to survive and develop in the changing and unstable
business world. Therefore, organizations require energetic,
active staffs which completely are involved in their jobs.
Because, quality of human resources is vital for organization's
success especially in unstable working conditions. Business
partnership has a positive effect on staff’s individual and
organizational performances (Lu et al, 2014). Also job's
motivation has been one of important effective factors in success
or mustiness of system, and if we neglect it will waste
organization's resources. Result of a study indicated that 20%
effort and 80% motivation reported as a success factor in
organizations, and nowadays managers' great challenge is facing
with staffs which have low motivation and low responsibility
(Bahadori et al, 2014). Recognizing causes and consequences of
job involvement for managers of organization is important. Job

involvement has a positive effect on indicators of job's
performance such as efficiency (Emery & Barker, 2007), job
performance (Rottenberry & Moberg, 2007: Chugtai, 2008), job
satisfaction (Zupiatis, et al., 2014; Linz, 2010), desertion
(Zupiatis, et al., 2014; Wickramasinghe & Wickramasinghe,
2010; Lambert, 2010; Nancy & Kely, 2011), participation in
decision-making (Siegel & Ruh, 1972; Ruh & Wood, 1975;
Hollon & Gemmill, 1976), and organizational obligation
(Zupiatis, et al., 2014; Karim, 2010; Ting, 2011; Igbal Khan, et
al., 2012). From the according to Lodhal and kejnerjob
involvement points to degree which persons psychologically
identify themselves with their current job (Tastan & Turker,
2014). Lubakaya (2012) defined job involvement as person's
belief toward his/her current job. He also stated that job
partnership performs as a catalyst to meet individuals’ needs.
Khaled & Rahman (2011), described job involvement as a
motivation for doing activity, and he knows very appropriate
those individual and organizational objectives which causes
motivation among staffs to reach production and creating
positive business results. Job involvement is fulfillment of
individuals cognitive needs, which helps him/her at harder work
and his/her performance speed. In fact a higher degree of job
involvement among participants of an organization in order to
increase organizational effectiveness is necessary. Of the factors
that create job involvement we can point to the job's
characteristics, education, motivation, and staffs personality
(Seyfi, 2015).

The main point in management of motivation is that we
recognize that staffs are motivated with such tools, which they
believe it's substantiation, and this substantiation can create
motivation among staff s not by a managers promises but by
required three conditions of motivation, such as self-confidence,
confidence, and satisfaction via creating such an environment
which those three conditions be reinforced. Motivational factors
are divided into two categories: internal factors and external
factors. In order to which mangers motivate their staffs, at first
they must recognize factors of their staffs dissatisfaction, and
then in accordance with status of staffs, they select appropriate
motivational factors (Naily, 2013). According to the model,
motivation and job's satisfaction and job's characteristics such as
skill variety, careers, importance of work, independence, and
works feedback according to the job and work are related with
one another (Oldham & Hakman, 2010). Above mentioned five
central dimensions for creating a stock unit as a motivational
potential score for a job can be combined (Yavarbum & kulpan,
2011). According to Malek (2010) motivation can improve
performance of staffs, and motivation of staffs is away to return
towards organization's development. According to David Man
(1989) effective motivation causes increasing in output and
decreasing in costs, and as a result profit increases (Navaz &
Yasin, 2014). Therefore, in an overview we can claim that: Job's
motivational potential score can be created when staffs feel job
security and stability, partnership, effective role in organization
and also there be a sense of freshness and vitality. Having job
motivation in the direction of healthy motives is one of
necessities in correct application of human resources.

Hackmanand Oldham (1974, 1975) has been prescribed a
method by detecting opportunities for calculating the overall
rating based on the measured characteristics of an individual's
career, Motivational Potential score (MPS) expression reflects
the potential motivation of a job. Five variables of the main
model can be seen as a work-related dependent variable (Skill
variety, nature of work, importance of working) or related to
management of the work (independence, feedback). Theoretical
model forms a cross connection between the main components,
in computing the overall motivational scores, average of work-
related main variable was computed and then multiplied by the
independence and then multiplied by the feedback scores
(Figure.1). This relationship means that when each of the
components is low has a remarkable effect on MPS scores,
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therefore only maximum results can be achieved in which all the
characteristics are maximum.

MPS= (Skill variety+ Task Identity+ Task Significance) @)
x Feedbackx Autonomy
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Figure 1. Job Characteristics Model (Hackman & Oldham, 1974)

2 Research Methodology

The current study is an applied research. Statistical society of
this study includes Pars Abad's private and public banks staffs
which their population is 260 participants. As regards, society
consists of two private and public classes, Stratified random
sampling method with applying Cochran formula conducted, and
155 participants was selected as samples for doing the study. In
the current study for investigating motivational potential score
Linda and Ann scale (199) was used. This scale consists of five
dimensions in which it has 15 items, and different dimensions of

Motivation Potential scores

Skl variety S —

Task Identity

Feedback

Task Significance

Autonomy

the motivational potential score which has 3 questions about
Skill variety, 3 questions about the Task ldentity, 3 questions
about feedback from supervisor, 3 questions about Task
Significance, and 3 questions measure the independence,
subjects in a four options scale from 1(completely incorrect) to
4(completely correct) answer to each of items in overall scale
and each of its dimensions get a score, therefore in overall scale
maximum score is 4 and minimum score is 1. As well Meggins
on and Clutter buck job involvement questionnaire (2006)
with20 questions was used.

jmT T T TS T -
| Job :
: Involvement :

]
! I
1

Figure 2: conceptual model

2.1 Research Hypotheses

1. There is a significant relationship between Motivational
Potential Score and staffs Job involvement among public banks.

2. There is a significant relationship between Motivational
Potential Score and staffs Job involvement among private banks.

3. There is a significant difference between private and public
banks from the Motivational Potential score dimension.

4. There is a significant difference between private and public
banks from the Job involvement dimension.
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5. In comparative investigation between Motivational Potential
Score and Job involvement among private and public banks there
is a significant difference.

3 Results

In the current research to find out that the variable distribution is
normal, Kolmogorov-Smirnov test was used. Result of this test is
presented at table.l. The significance level greater than
0.05represents the normal distribution of data. For all variables,
because the level of significance is greater than 0.05, we can
conclude that these variables are normal.

Table 1: One-Sample Kolmogorov-Smirnov Test

Variable Kolmogorov-Smirnov Z Asymp. Sig. (2-tailed)
Motivation Potential scores 0.326
Job Involvement 0.109

The First Hypothesis: There is a significant relationship
between Motivational Potential Score and Staffs Job
involvement among public banks.

Table2. The correlation coefficient test dimension Motivation Potential scores and job involvement "state banks"

§ > > @® g
S8 g £ % g 2 | &
. B2 s 3] s X 8 S] >
Variable > > ke 3 ER= < S
B E = x 8 Fg 5 E
=3 g : ) > | % |3
Motivation Pearson Correlation 1
Potential . .
SCores Sig. (2-tailed(
Skill variety Pearson Correlation 0.857" 1
Sig. (2-tailed( 0.000
Task Identity Pearson Correlation 0.628" 0.520" 1
Sig. (2-tailed( 0.000 0.000
Feedback Pearson Correlation 0.676" 0.320™ 0.315" 1
Sig. (2-tailed( 0.000 0.004 0.004
Task Pearson Correlation | 0.763" 04727 0.439” 0.309” 1
Significance Sig. (2-tailed( 0.000 0.000 0.000 0.005
Autonomy Pearson Correlation 0576 0.420™ 0.315" 0.592" 0.3397 1
Sig. (2-tailed( 0.000 0.000 0.000 0.005 0.000
Job Pearson Correlation 0.700" 0.460" 0.4397 0.463" 0.490" 0.4737 1
Involvement Sig. (2-tailed( 0.000 .001 0.000 0.000 0.000 0.001

The Pearson correlation coefficient between motivational
potential score and job involvement among public staffs is 0/700.
Because the significance level of correlation coefficient (0.000)
is less than the error level0.05, we can conclude that there is a
significant relationship between motivational potential score and
staffs job involvement among public banks. Also, due to the
positive correlation coefficient, we can claim that there is a
direct and significant relationship between motivational potential
score and staffs job involvement among public banks. In other
words, by increasing staffs motivation, job involvement also
increases. Therefore, according to the previously mentioned
materials and existence of a significant relationship between
motivational potential score and staffs job involvement among
public banks, with 95% confidence (because the significance
level is less than 0.01, with 99% confidence) we can claim that

the first hypothesis " There is a significant relationship between
motivational Potential Score and Staffs Job involvement among
Public Banks” is confirmed (Table. 2.).

Also Motivational Potential Score has five dimensions,
according to the significance level of motivational potential
score, we can conclude that between dimensions of skill variety,
Task identity, feedback from supervisor, Task Significance, and
job's independence with job involvement among public banks
there is a direct and significant relationship.

The Second Hypothesis: There is a significant relationship
between Motivational Potential Score and Staffs Job
involvement among Private Banks.

Table 3 - Test correlation coefficient of Dimension potential motivations job involving "private banks"

ST o g §> X % g g
_ SEL | E 3 = gL g | 82
Variable £33 = > 8 = % ==
= % 8 L & < 2
Motivation Pearson Correlation 1
Potential . .
scores Sig. (2-tailed)
Skill variety Pearson Correlation 0.775"
Sig. (2-tailed( 0.000
Task Identity Pearson Correlation 0.789" 0.376" 1
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Sig. (2-tailed( 0.000 0.000
Feedback Pear§0n Correlation 0.524™ 0.420" 0.524" 1
Sig. (2-tailed( 0.000 0.000 0.000
Task Pearson Correlation 0.615" 0.328" 0.554" 0571 1
Significance Sig. (2-tailed( 0.000 0.001 0.000 0.000
Autonomy Pearson Correlation 0.553" 0.330" 0.655" 0.324" 0.688" 1
Sig. (2-tailed( 0.000 0.000 0.000 0.000 0.001
Job Pearson Correlation 0.381" 0.352" 0.585" 0.459" 0.879" 359" 1
Involvement Sig. (2-tailed) 0.000 0.003 0.000 0.003 0.004 0.000

The Pearson correlation coefficient between motivational
potential score and staffs job involvement in private banks is
0/381. According to the significance level of correlation
coefficient (0.000) which isles than the error level0.05, we can
conclude that there is a significant relationship between
motivational potential score and staffs job involvement in private
banks. Also, due to the positive correlation coefficient, we can
claim that there is a direct and significant relationship between
these two variables. In other words, by increasing motivation,
job involvement also increases. Therefore, according to the
presented material and existence of a significant relationship
between motivational potential score and staffs job involvement
with 95%confidence (because the significance level is less than

0/01, with 99% confidence) we can claim that the second
hypothesis "There is a significant Relationship between
Motivational Potential Score and Staffs Job involvement in
Private Banks” is confirmed (Table. 3.) Also according to the
significance level of motivational potential score we can
conclude that between dimensions of Skill variety, Task identity,
feedback from the supervisor, Task Significance and
independence, and job involvement in private banks there is a
direct and significant relationship.

The Third Hypothesis: There is a significant difference
between private and public banks from the Motivational
Potential score dimension.

Table 4-t-testresultson the different dimension potential motivations state and private banks

. Levene's Test for Equality
Mean comparison test of Variances
tStd. . . . . .
Deviation Mean Difference | Sig. (2-tailed) df t Sig. (2-tailed) F
2.5 1.79 0.366 143 0.748 0772 0.089 Equal variances assumed
2.5 1.79 0.451 137.134 | 0.739 ) ) Equal variances not assumed
The test results about the hypothesis testing are presented at the bank  will be random or maybe actually it

above table. At the above table to reaching the correct answer,
two testing carried out the first has been done about the equality
of variance between groups and the second has been done about
the comparison of potential scores mean. According to the
obtained significance level for equality of variance testing which
is 0/672 and is greater than 0/05, thus the equality of variance
assumption is accepted. With 95% confidence can be said that
the variance between public and private banks is equal. As a
result, all numbers obtained is considered in the line
corresponding to an equal variance. In comparing two samples
mean it's possible that the difference between public and private

exists.Achievedsignificantlevelforthet-testis366/0, and because
this amount is greater r than predetermined amount of 0/05,
therefore the main null hypothesis is which there is no difference
between public and private banks is not rejected. The amount of
difference between studied groups is 0/73, and with
0/95confidence this difference can be random. Therefore
between private and public banks from the motivational potential
score there is no significant difference.

The Fourth Hypothesis: There is a significant difference between
private and public banks from the Job involvement dimension.

Table5. Results of t-test on the difference between private and public bank job involvement

Mean comparison test Levene's Test_ for Equality of
Variances
tStd. . . . . .
Deviation Mean Difference Sig. (2tailed) df t Sig. (2tailed) F
1.92 2.26 0.224 153 1.178 Equal variances assumed
1.94 296 0.224 139.8 1.169 0.755 0.1070 Equal variances not
assumed

The test results conducted on the hypothesis is presented in
the above table. Two testing to reach the correct answer is
conducted on the above table, the first is about the equality of
variance and the second is conducted about mean comparison of
job's involvement. According to the significance level for
equality of variance which is 0/755 and greater than0/05, thus
equality assumption is confirmed. With 95% confidence we can
claim that variances of two groups of public and private banks
are equal. As a result, all the obtained numbers considered in the
corresponding level with equality of variance. In comparing two
samples means it is possible difference between public and
private banks be by random or maybe it really exists. Achieved
significance level for t-test is 0/244, and because this amount is
greater than predetermined amount of 0/05, therefore the main
null hypothesis which there is no difference between public and

private banks is not rejected. Amount of difference between
studied groups is about 2/66, and with95% confidence this
difference can be random. There is no significant difference
between private and public banks from the job involvement
dimension.

The Fifth Hypothesis: In comparative investigation between
Motivational Potential Score and Job involvement among private
and public banks there is a significant difference.
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Table 6: compares the Fisher test

Result Sig. (2-tailed) z Pearson Correlation N communities
. . 0.700 78 State bank
The difference is not acceptable 0.471659 0.71 0381 77 private bank

To indicting whether correlations in two different communities
have a significant difference or not Z (Fisher) test was
conducted. Correlation between motivational potential score and
job involvement in order is 0.700 and 0.381. Also achieved
significance level is 0.471659. Now we must investigate that is
this correlation in both public and private banks are different?
Test results in order to investigate the hypothesis and answer to
the question are presented in the following table.

Information on the above table indicates which at significance
level of 0.05 in the correlation between motivational potential
score and job involvement among two groups of private and
public banks there is no significant difference.

4 Conclusion

Low job's motivation can has a negative effect on organization's
growing trend, with using motivating potential index we can
compute the overall index of each job for creating motivation
among staffs, and following that with using diagnosis
investigating of job we can identify jobs which have low or high
level of motivation, and finally to reach organizational growth,
jobs which their MPS is low be determined and separated in
order to redesigning and increasing of motivational ability.
According to the results of the current study, there is a positive
significant relationship between motivational potential score and
job's involvement. Also there wasn’t any significant difference
between private and public banks from the motivational potential
score and job involvement dimensions.

5 Suggestions

As regards the research hypothesis which there is a significant
relationship between motivational potential score and job
involvement was confirmed, but suggestions presented in which
banks managers by noticing this point that motivational potential
dimensions(diversity, identity, importance, independence, and
feedback), education( because education can improve increasing
of staffs job's involvement, decreasing updating of skills,
increasing a sense of belonging, benefitting from welfare,
maximizing commitment to the organization, creating
organizational competition, and there is a positive relationship
between educational programs and staffs job's participation),
creating motivation among staffs for increasing participation in
activities especially participation in decision-making which
creates a kind of obligation among decision-makers which
support taken decisions, and noticing to the personality style of
staffs can increase participation or job involvement of staffs.
Also with sharing of staffs in organization's success (need for
sociability, need for success, and hope for power), ¢ Hosing a
formidable staffs (feedback from supervisor, Task Identity, Task
Significance), accurate assessment of activities and
performances, noticing to the organizational structure and job
(independence) and promoting staffs knowledge (skills
diversity), have a conviction to a management of motivation as
an inevitable rule.

References

1. Bahadori M., Mehrabian F.: Prioritize factors affecting job
motivation and staff of a military base in hierarchical
analysis. Journal of Military Medicine, 2014. Vol. 4, p.
243-236.

2. Chughtai A A.: Impact of job involvement on in-role job
performance and organizational citizenship behaviour.
Journal of Behavioral and Applied Management, 2008.
Vol. 9 (2), p. 169-183.

3. Emery, C.R., Barker, KJ.: Effect of commitment, job
involvement and teams on customer satisfaction and profit.
Team Performance Management, 2007. Vol. 13 (3-4), p.
90-101.

4. Hackman, J. R., Oldham, G.: Development of the job
diagnostic survey. Journal of Applied Psychology, 2010.
Vol. 60 (2), p. 159-170.

5. Hollon, C.J., Gemmill, G.R.: A comparison of female and
male professors on participation in decision making, job
related tension, job involvement, and job satisfaction.
Educational Administration Quarterly, 1976. Vol. 12 (1) p.
80-93.

6. Karim N H A. The impact of work related variables on
librarians* organizational commitment and job satisfaction.
Malaysian Journal of Library & Information Science, 2010.
Vol. 15 (3), p. 149-163.

7.  Khan, | T., Ahmed, F., Akbar, A., Bashir Khan, A., Hijazi,
S.T.. Job Involvement as Predictor of Employee
Commitment: Evidence from Pakistan. International
Journal of Business and Management, 2011. Vol. 6, p. 252-
262.

8.  Lambert E.G., Nancy, L.H., Kelly, C.D.: The effects of job
involvement on private correctional staff: a preliminary
study. Journal of Applied Security Research, 2011. Vol. 6
(2), p. 158-183.

9. Lambert, E.G., Nancy, L.H., Kelly, C.D.: The effects of job
involvement on private correctional staff: a preliminary
study. Journal of Applied Security Research, 2011. Vol. 5,
p. 56-59.

10. Linda K. G., Ann E.: Met expectations during role
transitions of retail executive trainees, International Journal
of Retail & Distribution Management, 1999. Vol. 27(9), p.
350- 361.

11. Lodahl T.M., Kejner, M.: The definition and measurement
of job involvement. Journal of Applied Psychology, 1965.
Vol. 49 (1), p. 24-33.

12. Lu, C.Q., Siu, O.L., Chen, W.Q., Wang, H.J, Bakker, A.
B.: Does work engagement increase person—job fit? The
role of job crafting and job insecurity. Journal of
Vocational Behavior, 2014. Vol. 84, p. 142-152

13. Lubakaya, C.W.: Factors Affecting Job Involvement in an
Organization: A Case of Nzoia Sugar Company Limited.
International  Journal of Innovation and research
development, 2012. Vol. 3(6), p. 77-104

14. Lunenburg, F.C.: Expectancy Theory of Motivation:
Motivating by Altering Expectations. International Journal
of Management, Business, and Administration, 2011. Vol.
(15)1, p. 1-6.

15. Luthans, F.: Organizational Behavior: An Evidence-Based
Approach. Twelfth Edition, McGraw-Hill International
Edition, 2011. ISBN 5629871347.

16. Lyons, R., Langill, L.: Health lifestyle: strengthening the
effectiveness of lifestyle approaches to improve health.
Edmunton (AB): Health Canada, 2000.

17. Megginson, D., Clutterbuck, D.: Creating a coaching
culture, industrial and commercial training, 2006. Vol.
38(5), p. 232-237.

18. Mosavi M.: Surveying the Relationship between implicit
and explicit motivation and job motivation potential rated
with self-estimative at Parsabad City Banks. A Thesis
Submitted in Partial Fulfillment of the Requirement for the
Degree of in Human Resourse Management. Islamic Azad
University germi branch, 2015.

19. Naily, M.A. Motivation in organizations. First Edition.
ahvaz: Shahid Chamran University, 2014. ISBN 88-45324-
8.

20. Nawaz, N., Yasin H.: Determinants of Motivation in
Teachers: A Study of Private Secondary Schools Chain

-148 -



AD ALTA JOURNAL OF INTERDISCIPLINARY RESEARCH

Networks in Bahawalpur, Journal of Education and
Practice, 2015. Vol.6, p. 4-9.

21. Qasim, S., Cheema, F.E.A., Syed, N.A.: Exploring Factors
Affecting Employees' Job Satisfaction at Work. Journal of
Management and Social Sciences, 2012, vol. 8, p. 31-39.

22. Rahman, M.D., Nurullah, S.M.: A comparative study of
motivating potential score of employees of public and
private commercial banks: an assessment of demographics
influence. Global journal of management and business
research: an administration and management. 2014. Vol.
14(4), p. 144-154.

23. Rotenberry, P.F., Moberg, P.J.: Assessing the impact of job
involvement on performance. Management Research
News, 2007. Vol. 30 (3), p. 203-215.

24. Ruh, R.A., White, J.K., Wood, R.R.: Job involvement,
values, personal background, participation in decision
making, and job attitudes. The Academy of Management
Journal, 1975. Vol. 18 (2), p. 300-312.

25. Seyfi, R.: Surveying the Relationship between Values and
Lifestyle of Employees and Job Involvement with Job
Expectations at Parsabad City Banks. A Thesis Submitted
in Partial Fulfillment of the Requirement for the Degree of
Human Resource Management. Islamic Azad University
germi branch, 2015.

26. Siegel, A.L., Ruh, R.A.: Job involvement, participation in
decision making, personal background and job behavior.
Organizational Behavior and Human Performance, 1972.
Vol. 9 (2), p. 318-327.

27. Singh, A.P., Kumari, P.: A study of individual need
strength, motivation and job involvement in relation to job
satisfaction, productivity and absenteeism. Indian Journal
of Industrial Relations, 1988. Vol. 23 (4), p. 409-428.

28. Sufian, F., Habibullah, M.: Does Economic Freedom
Fosters Banks’ Performance? Panel Evidence from
Malaysia, Journal of Contemporary Accounting &
Economics. 2010. Vol. 6, p. 77-91.

29. Tastan, S.B., Tirker, M.: A Study of the Relationship
between Organizational Culture and Job Involvement: The
Moderating Role of Psychological Conditions of
Meaningfulness and Safety. Procedia - Social and
Behavioral Sciences. 2014. Vol. (149), p. 943 — 947

30. Ting, S.C.. The effect of internal marketing on
organizational commitment: job involvement and job
satisfaction as mediators. Educational Administration
Quarterly, 2011. Vol. 47 (2), p. 353-382.

31. Ting, S.C.. The effect of internal marketing on
organizational commitment: job involvement and job
satisfaction as mediators. Educational Administration
Quarterly, 2011. Vol. 47 (2), p. 353-382.

32.  Wickramasinghe, V.: Perceived organisational support, job
involvement and turnover intention in lean production in
Sri Lanka. The International Journal of Advanced
Manufacturing Technology, 2010. Vol. 55 (5-8), p. 817-
830.

33. Zopiatis, A., Constanti, P., Theocharous, A.L.: Job
involvement, commitment, satisfaction and turnover:
Evidence from hotel employees in Cyprus, 2014. Vol. (41),
p. 129-140.

Primary Paper Section: A

Secondary Paper Section: AE

-149 -


http://www.elsevier.com/locate/tourman.%20(41)



