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Abstract: The purpose of this research is to examine the relationship between job satisfaction and turnover
intention among sales representative workers, as well to identify which the dominant dimension of job
satisfaction has greater effect on turnover intention. The research was distributed to 200 randomly selected
respondents among the sale person. The multiple regressions were utilized to test the hypothesis, as well
correlation and descriptive analysis. The findings showed that there was a significant negative relationship
between the five dimensions of job satisfaction and turnover intention. The result highlighted that pay
satisfaction was the dominant dimension of job satisfaction in term of effecting turnover intention. Further
finding showed that, gender, experience and education level have significant differences, while age and salary
have not significant differences with turnover intention. 
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INTRODUCTION earlier century, by [4] described job satisfaction as the

Nowadays, several expert argue the importance of environment indicating a positive response and attitude
human resource issues and product/service markets and towards work. Moreover, [5] defines job satisfaction as a
systemic changes in firms’ labor have elevated practices pleasurable emotional feeling that one acquires from the
recently. Technical innovations in practices have been appraisal of job experiences. Recently, job satisfaction
concentrated by previous researchers, particularly defined as the level of one’s positive feelings about the
concern on the impact of training, selection, rewards, job so that he or she can feel good about performing the
motivation, and appraisal on individual-level outcomes of work [6]
job satisfaction or turnover. Consequently, organizational In practice point of views, Jordanian pharmaceutical
success and employee productivity are significantly companies are as the other organization in the world
affected by employee turnover. The intention of quit is regardless their nature of business; job satisfaction is
probably  the  most important and immediate antecedent playing an important role on the employee outcome.
of turnover decisions. In order to avoid or reduce the Moreover, the pharmaceutical industry occupies a crucial
number of intention to leave among the employee, the importance in Jordan; it is the second industry in terms of
organization must know the main reason of the employee export which supply the kingdom's economy, moreover
being intent to leave. However, job satisfaction can its' important role in achieving security of medical of the
consider as one of the main important factor that citizen. Furthermore, the sales representative are the
determinants  the  absenteeism  and  turnover  intention assets for these pharmaceutical retailing stores, they play
[1, 2]. In enriching that view, [3] stated that the beginning important role in the marketing process, so the
stage in the process of turnover is job satisfaction. productivity of those sales representative will directly
However, job satisfaction has been widely discussed by affects the productivity of these stores. The challenge of
various expert as well as context, but even thought, it still pharmaceutical retailing stores are suffering from turnover
play an important role because it defined as the attitude of in sales representative employees, which affect the
a person towards his or her job. As discussed in the productivity of these stores, also cost the company

contentment of a person towards the job and its working
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money, effort and time [7]. It has been recorded as above turnover [2, 12]. Many organizations are deeply
mention, job satisfaction is the main factor [8]. Due to the concerned about employee turnover outcomes, yet few
importance of the job satisfaction on employee’s studies have examined the impact of contextual turnover
outcome, this study carry on and respond to the urgent on turnover [13]. The nature of contextual turnover
call by pervious research as well as the practitioner suggests one very basic link between contextual turnover
challenge. Therefore, once the main definitions are being and turnover. Turnover  is  described as the culmination
understood by managers, the challenge is then of a of series of withdrawal behaviors. In contrast, contextual
method and directions of analyzing the level of turnover is a form of discretionary behavior that
satisfaction for their employees. Furthermore, this study demonstrates an employee’s willingness to participate in
can help the organization to recognize the effect of job the organization and interact with other members.
satisfaction on employee outcome, particular this turnover Although  other factors certainly influence turnover,
intention. lower levels of turnover seem likely to be associated with

Turnover  Intention:  The organizations successful rely turnover seem likely to be associated with lower levels of
on few factors such as turnover intention and job participation. Therefore, having high satisfy will smoothly
satisfaction. Turnover intention is the intent to voluntary reduce the turnover intention among the employees. 
leave the organization, which that can affect the
organization status and that thoughtful of feeling will Job Satisfaction: Continuously, satisfactions  still  play
definitely effect the employee productivity. However, an important role and control the employee’s behavior.
sequel to low levels of customer satisfaction, high levels Thus, the research still investigated on how way, job
of turnover among the employee. Thus, that can be as satisfaction can help the organization challenges.
poor working conditions, low compensation, poor worker According to Zeffane, Ibrahim [14] inidcade that job
morale, job attitudes, inadequate benefits and inadequate satisfaction is the core concern in research and theory of
recruitment [9]. Voluntary turnover has significant cost, organizational behavior. Due to its importance, it
considering direct cost (management time, replacement, encourage many researchers and they have been done
temporary staff, recruitment and selection) and also greet amount of studies [15]. With looking back, by 1990,
indirect costs (cost of learning, organizational memory, more than 12000 studies have been done and have been
pressure on remaining staff, morale and product/service published in various sources with maintain the
quality,) and the loss of social capital [10]. Nevertheless, continually increasing at a very fast rate [15]. Evern
different people have different way of leaving the thought, but still need for further ivsitagtion particsluary
organizations. For example, a worker with a happy with related to the employees behavoure such as the
disposition should be less likely to want to leave his or torover intention.These finidng assure has been guided
her job. In condition, the organization know the factor that the mangers on how way job satisfactiuon can enhacne
lead the employee to leave, it probably can assist the the orgianztaional perforemance in generla and to redeuct
organization to minimize the rate by conduction some way any negative feeling that control the employees such as
of solving for example can make sure that, the employees turover intention. 
are in in good level of satisfaction. Moreover, employee However, review of the literature has shown many
with culture of turnover intention is less productive and different meanings and definitions of job satisfaction and
always thinks that the turnover is the appropriate way to thus, researchers have argued that satisfaction is one of
do. This sort of culture can be spread it among the the most difficult construct to define accurately (Padilla-
employees from their coworker, because majority of the Velez, 1993). Even though, there is huge numbers of
time, they keeping complain and expressing that they are definitions, but there is no general definition that can
not feeling satisfy. The decisions of being turnover, is everyone has agreed upon [16]. 
mostly influenced by intention of quit. The turnover Furthermore, Dhanasarnslip, Johnson [17] defiend job
decisions are mostly influenced by intention of quit. In satisfaction as attitude of a person towards his or her job.
line with that, theory of planned behavior has been They also indicated that attitude is the emotional
confirmed that behavioral intention is a predictor of actual response to characteristics of one’s own job and the
behavior. Therefore, turnover intention is used instead of actions of the person. According to Locke [5] defines job
actual turnover [11]. In addition, researchers have found satisfaction  as  a  pleasurable  emotional   feeling   that
intent to stay or leave as the strongest predictor of actual one  acquires  from  the  appraisal  of  job  experiences.

higher  levels of participation and higher levels of
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The analysis of these definitions could make a general Providing delighted services to explore customer
definition of job satisfaction as the positive attitudes and satisfaction beyond their expectation is one of the key
pleasurable emotional feelings towards one’s job and its results that employers are seeking in business. Hence,
environment. The most important aspects of the definition improving customer satisfaction facilitates company
are the positive attitude and pleasurable emotional productivity and satisfied customers are the result of
feelings acquired from the interaction of the work satisfied employees implying that employee satisfaction
environment and performing the job itself. Job satisfaction influences organizational performances [24]. 
is the level of one’s positive feelings about the job so that Okpara [25] indicated that the job satisfaction
he or she can feel good about performing the work outcomes such as pay, interesting job tasks and
(Tasnim, 2006). Once the definitions are being understood supervision mostly rely on how individuals view the
by managers, the challenge is then of a method and outcomes and the level of intrinsic and extrinsic
directions of analyzing the level of satisfaction. The outcomes. Therefore, individuals will experience job
conceptual domain of job satisfaction is broad, because satisfaction to the extent they are involved with the job;
it includes all characteristics of the job itself and the work perceive the outcome to be equitable and the value they
environment, which workers find satisfying, fulfilling and attach to the outcome [26]. In this regard, number of
rewarding, or unsatisfying or frustrating [18] studies have been investigate the relationship of job
Operationally, job satisfaction contains several satisfaction and turnover [27, 28]. Therefore, the
dimensions, including pay satisfaction, supervisor, employees who look at the expectations of their
advancement opportunities, coworkers, satisfaction with supervisor characteristics are unmet are more likely to
work itself and customers' satisfaction. leave their company [29].The more experienced employees

Based on situational theories indicate that job are less inclined to give up on their current job than less
satisfaction can be influenced by the interaction of experienced employees [30].Therefore, based on
several characteristics such as task, organizational and aforementioned discussion, it can be hypothesized as the
individual characteristics [19]. Before commencement of following:
employment the employee evaluates the situational
characteristics  [20]   while   situational   occurrences   are H.: there is relationship between job satisfactions
assessed after that. Furthermore, overall satisfaction is dimensions namely the work itself, co-worker, promotion,
consider as a function of combination situational supervision, pay satisfaction and turnover intention. 
characteristics and situational occurrences [20]. The
situational characteristics basically are proposed as key Methodology: Population refers to the entire group of
factors in job satisfaction which are: the pay, supervision, people, events or things of interest that the researcher
promotion, co-workers and work itself [21, 22] even wishes to investigate and the population may be
though some other factors may impact such as employee particular type or a more limited part of that group or all
involvement and organizational commitment. the individuals of that group [31]. Sampling design and

However, Smith, Kendall [22] have been proposed sampling  size  are  crucial, when using a proper sampling
five dimensions for job satisfaction 1) The work itself
which refers to the extent to which the job provides the
person chance to accept responsibility, interesting tasks
and opportunities for learning, 2)Pay which refers to the
amount of financial remuneration that is received and the
degree to which it is perceived as equitable in comparison
to that of others,3)Promotion Opportunities which refers
to prospects of advancement in the organization,4)
Supervision which refers to the competencies of the
supervisor to provide technical assistance and behavioral
support and 5)Co-workers which refers to the extent to
which fellow workers are technically competent and
socially supportive. [23]stated that job satisfaction is the
key factor of improving the employee productivity and to
reduce absenteeism, errors and employee turnover. Fig. 1: Theoretical framework
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design and size then it can help to produce representative are in their 26 – 35 (49.5%) age group. It shows that 68
results to the research population [31]. The population (34%) respondents were working between 5-8 years.
consisted of sales representative workers in Furthermore, the highest education level of respondents
pharmaceutical  retailing  stores  in  Amman.  There  are shows that 141 (70.5 %) have completed their bachelor
1400 sales representatives employees working in these degree. Finally, the result showed that 44.5% of the
pharmaceutical retailing stores in Amman. According to respondent gets salary in range from 500 to 799. 
Sekaran [31] for population of 1400 the sample size should
be 302, The researcher distributed 300 questionnaire to 60 Descriptive, Reliability and Correlation: The finding
pharmaceutical retailing stores, the selection of the sample showed that the mean of turnover intention is 3.17, pay
from the 60 pharmaceutical retailing stores of population satisfaction 3.11, 3.51 for supervision satisfaction, also co-
was done by using random sampling. In this method worker satisfaction 3.67 and finally, satisfaction with the
every person in this population will has an equal chance work itself is 3.82. Thus, this showed the employee have
to be selected [32]. For the study, about 300 a positive attitude toward the constructs given and all
questionnaires were distributed among the sales them were in the range of average and slightly more in
representative workers in and successfully 200 positive side to satisfactory level. 
questionnaires have been collected. While, in term of reliability all the variable were found

Instrument: The turnover intention was measured by 4 table 1 (.863-. 541) which was met the accepted as
items. The job satisfaction was measured based on Job suggested by [34].
Descriptive Index (JDI)[22]and the Minnesota Satisfaction However,    the     result     of     correlation    analysis
Questionnaire(MSQ) [33] it was measured by 19 items (r = -0.479, p=0.000) is significant, which indicates that
adapted from JDI and MSQ, the 19 items distributed there is low negative relationship between pay
across five dimensions of job satisfaction: Pay satisfaction and turnover intention. In the same way of
satisfaction (4 items), Supervision satisfaction (4 items), taken, the result of correlation analysis (r = - 0.356,
promotion satisfaction (3 items), co-workers satisfaction p=0.000) for supervision is significant, which indicates
(4 items) and satisfaction with the work itself (4 items). that there is low negative relationship between
Finally, all items were stated in Arabic language to ensure supervision and turnover intention. Furthermore, the
better understanding. The response alternatives ranged finding asl showed that correlation analysis (r= - 0.300,
from “1 strongly disagree” to “5 strongly agree”. A p=0.000) for promotion is significant, which indicates that
numerical code was used to transform the responses to there is low negative relationship between supervision
data values that can be subjected to statistical analyses. and turnover intention. Moreover, the result of correlation

Finding significant, which shows that co-workers has very low
Respondent’s Profile: There are 200 respondents in the negative relationship with turnover intention. Finally, the
sample. Out of 200 respondents, about 146 or 73% of the result of correlation analysis below for satisfaction with
sales representative who are working in pharmaceutical the work itself (r = -0.207, p=0.003) is significant, which
retailing stores in Amman are male, the rest are female indicates that there is very low negative relationship
which represent 54 or 27%. The result of age distributions between satisfaction with the work itself and turnover
suggests that the greatest  numbers  of  the  respondents intention. 

reliable and in the range Cronbah’s alpha as shown in the

analysis below (r= -0.186, p = 0.008) for co-workers is

Table 1: Means, Standard Deviations, Reliability Coefficients and Correlations 

Variables Mean Std deviation Cronbach's Alpha Correlation with DV

Turnover Intention 3.17 0.53 .541 1

Pay Satisfaction 3.11 0.84 .620 - 0.479

Supervision Satisfaction 3.51 0.77 .640 - 0.356

Promotion Satisfaction 3.75 0.79 .863 - 0.300

Co-workers Satisfaction 3.67 0.80 .774 - 0.186

Satisfaction with the Work Itself 3.82 0.71 667 . - 0.207

** Correlation is significant at the 0.01 level (2-tailed).
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Table 2: Summary of Multiple Regression Analysis

Construct Dependent variable R2 F Std. Error of the Estimate Beta sig Decision 

Pay Turnover Intention .259 13.565 .46450 -0.386 .000 Confirmed 
supervision -0.124 .150 Rejected 
Promotion -0.040 .597 Rejected
Co-workers -0.046 .499 Rejected
Work itself -0.045 .526 Rejected

Multiple Regressions: The model summary of the turnover has been long established [27, 28]. Hom and
multiple regression as shown in Table 2 explains the value Griffeth [3] model placed job satisfaction as the beginning
of R which represents 0.509 or 50.9% of five variance for state in the process leading to turnover. The employees
job satisfaction dimensions; namely pay, supervision, who see expectations about their supervisor
promotion, co-workers and the work itself. The result characteristics are unmet are more likely to leave their
shows dimensions of independent variable have company [29]. Furthermore, pay satisfaction was found as
significantly explained 26% of the variance (R square) in the best dominant dimension of job satisfaction in term of
dependent variable. The results indicates that the effect turnover intention. In this regard, this finding in line
predictors (pay, supervision, promotion, co-workers, work with Maslow Hierarchical Theory [36, 37] which explained
itself) are significantly related to turnover intention. The workers need to fulfill their physiological needs before
model in this study reaches statistical significance of they fulfill other needs. Money is needed for daily
0.000 (p<0.01). The finding show that the Beta value for sustenance such as food, place to live and so forth.
each variable in the job satisfaction dimensions. The Beta Hence, employees will need good wage or salary to live.
value for pay is (Beta= -0.386, p<0.01) that means the
hypothesis was accepted, supervision (Beta= -0.124, Limitations, Recommendations and Conclusion: As other
p>0.05), promotion (Beta= -0.040, p>0.05), co-workers studies, there is several limitations; firstly, the main
(Beta= -0.046, p>0.05) and work itself (Beta= -0.045, limitation of this study is only focus on job satisfaction
p>0.05). However, Pay satisfaction shows the highest effect and negligent the other factor that may also have
Beta value and the most significant compared to other job impact. Thus, future research could include others factor
satisfaction dimensions (Beta=0.386, p<0.01). Thus, pay either individual or organizational that may be important
satisfaction has the highest effect on turnover intention. predictors of turnover intension such as employee
This means that pay satisfaction is the dominant factor engagement, employee involvement and change
influencing the turnover intention of the sales management, leadership behaviors. Secondly, the scope
representative workers. Hence, the equation of multiple concern on employee perception, further study maybe can
regressions was stated as following: investigate from the mangers or leader view. Thirdly,

Y= a + $1X1 + $2X2 + $3X3 + $4X4 + $5X5 + e and longitudinal. Finally, the job satisfaction and turnover
Y= 1.754 -.245p -.085s -.027pr -.030co -.037w + e still very tied and believing that job satisfaction can create

DISCUSSION Future study with different manner can still enhance the

This study examined the relationship between job other’s. Then, the outcomes will be more meaningful and
satisfaction and turnover intention among sales useful to that organization as well to the employees.
representative workers of pharmaceutical retailing stores
in Amman. In addition, identified which dimension under CONCLUSION
job satisfaction that has the highest effect on turnover
intention. After analyzing the data, it was found that there In conclusion, the findings showed that there is
is significant negative relationship between job significant low negative relationship between pay,
satisfaction dimensions and turnover intention. The supervision and promotion satisfaction and turnover
finding of this study were in line  with  previous  studies intention and significant very low relationship between
such as [35]acknowledged that an accumulation of job co-workers and satisfaction with the work itself and
dissatisfaction was one possible beginning of the turnover intention. In addition, it was found that pay
turnover process. The relationship of job satisfaction and satisfaction was the dominant dimension. 

cross section was conducted, it is recommended to do

or remove the intention to leave among the employee.

linkage because they continuously inherent on each
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