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ABSTRACT

Obijectives: Public institutions strive to be more efficient, transparent, and responsible in the context of modern
democratic governance. To accomplish this, they must compete with private organizations to attract and retain a qualified
workforce. Without effective motivational systems, maintaining the workforce is impossible. Employed Individuals
frequently move from the public sector to the private sector due to low compensation, inefficient incentive mechanisms,
and a lack of personal and professional development opportunities. The article aims to identify the causes of the outflow
of qualified workforce from Thilisi City Hall's territorial units. The article also aims to measure the level of satisfaction
among civil servants with their working conditions and to ascertain the correlation between satisfaction, motivation,
discriminatory treatment, and labor force outflow. A particularly pertinent topic is the study of employee expectations,
fears, a nd satisfaction at work. The primary responsibility of the organization's management is to effectively utilize its
human resources while taking into account its employees’ expectations. Our study focuses on public servants. It is critical
to understand what drives employees' attachment to their employment and what causes them to quit their jobs. Methods
/ Approach: The SPSS statistical software package was used to analyze the research data. Numerous job-change-related
factors were identified during the research process. However, the majority of respondents wish to keep their job by
improving specific aspects. Results: The survey identified the degree of satisfaction among managers of different levels.
The research revealed that different factors determine the degree of satisfaction among different-level managers. It is
noteworthy that middle- and low-level managers do not express satisfaction with their compensation, which is one of our
country's primary motivators for civil servants. Conclusions: The recommendations developed based on the analysis of
the research will assist the territorial units of Thilisi City Hall in implementing the kinds of changes that will increase
staff productivity.
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INTRODUCTION AND LITERATURE REVIEW
Georgia has made sweeping economic reforms during the last years, developing from a nearly failed state in

2003 to a relatively well-functioning market economy in 2019 (Abuseridze et al., 2022). Competitiveness in
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the market and achieving high sales results are among the top priorities for companies (Stefanov et al., 2023).
An important issue in today's labor market is the assessment of the level of employee satisfaction. High income
is frequently the primary motivator for most people, but other elements like self-realization, self-development,
working conditions, organizational culture, and others are also significant (Seitzhanov et al, 2020; Jarmusevica
et al., 2019; Petrova & Tairov, 2022). Even in countries with weak economies, the use of creative and
innovative methods in management is becoming increasingly crucial in achieving success (Katsitadze &
Natsvlishvili, 2020).

Several studies have been conducted on the aforementioned issue by both Georgian and foreign researchers.
Depending on the country's particular, more or less identical concerns were discovered, albeit in varying
degrees of importance (Demoussis, 2007; Wright & Davis, 2016).

The study by Hyungjo demonstrates how managers can reduce the risk of human resource turnover, which
is largely possible with strong leadership (Hur & Hawley, 2019). The researcher regards the accurate selection
of individuals with the relevant abilities, placement, and care for their development as the primary tool in
personnel selection. We can debate the aforementioned matter since, given the high unemployment rate in the
country, the employee is frequently forced to accept his fate, regardless of the ineffectiveness of the
administration. Jinlin Liu's study showed that (Liu, Zhu, Wu, & Mao, 2019) job satisfaction weakens work
stress. According to Kristina J. Calecas' study, "Job Satisfaction, Employee Engagement, and Turnover
Intention in Federal Employment” there is a statistically significant link between job satisfaction and work
engagement (Calecas, 2019). In her scientific article, Kristina Jon-Dominique Calecas discusses the
characteristics of the elements influencing the degree of employee satisfaction in both the private and public
sectors (Mihajlov & Mihajlov, 2016). One of the noteworthy research (PwC, 2022) argues that some of its
findings will serve as a wake-up call for world leaders because every fifth employee is seeking a job with a
better salary and cannot consider himself a full member of the organization. The level of employee satisfaction
is also somewhat reflected in the studies conducted in the educational field (Kharadze et al., 2021;
Maghlaperidze, Kharadze & Kuspiliak, 2021). The article "The gender aspects of career development and
leadership in organizations" (Pirtskhalaishvili, Paresashvili & Kulinich, 2021) examines the issues of career
management in the public sector, which are also related to an improvement in job satisfaction (Vesperi &
Gagnidze, 2021; Lekashvili & Gogoladze, 2022). It is critical to concentrate on different age groups because
their degree of satisfaction changes greatly based on the influence of various circumstances (Paichadze,
Kharadze & Paresashvili, 2019). Several studies have been devoted to the work environment and the level of
productivity of human resources, where the emphasis was placed on conflict management (Kharadze & Gulua,
2018) (Paresashvili et al., 2020), time management (Kharadze & Gulua, 2017) and the system of evaluating
the effectiveness of employees (Kharadze et al., 2021).

In various studies, special attention is focused on women's career problems (Paichadze et al., 2019). At the
same time, emphasis is placed on the level of women's satisfaction, one of the determinants of which is proper

time management, in which the support of managers is essential (Kharadze & Gulua, 2017).
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Approaches for dealing with challenges that we'll present to the leaders will incorporate the elements found
in Georgia's reality that are crucial for them to consider to improve employee satisfaction. The fact that
turnover is low does not give the possibility to conclude that the degree of employee satisfaction is high.

Consequently, the results of the employees will not be as efficient as possible.

METHODOLOGY

Methods and materials: A quantitative method was employed to meet the research goals, and an appropriate
guestionnaire was created. The received data were analyzed using the SPSS statistical software package.
Research materials include publications and articles on the relevant topic, as well as various studies related to

the existing topic.

RESEARCH ANALYSIS

The purpose of the research given in the article is to study the level of employee satisfaction in Thilisi City
Hall's territorial units. A questionnaire was used to carry out the aforementioned survey. Out of 350 employees,
271 respondents were surveyed. The SPSS statistical software package was used to analyze the research data.
Various statistical procedures were applied in the analysis process. Furthermore, general analysis was carried
out based on frequency distribution tables or diagrams based on them.

Variable Q16 (Would you change your job in the near future?) includes the following categories: 1 - yes, 2
- no. Questions Q17 and Q18 are formed according to the given answers. In particular, if the respondent
responds positively to question Q16, she will be offered question Q17 (under what circumstances would you
change your job?), and if the respondent answers negatively to question Q16, she will be presented with
question Q18 (why would you not change your job?).

We used filtering to obtain a frequency analysis for the variables Q17 and Q18. If Q16 = 1, we looked more
closely at question Q17, and if Q16 = 2, we examined question Q18.

Frequency analysis of questions Q16, Q17 and Q18:

The frequency of positive and negative responses to question 16—would you change your job in the near
future?—does not significantly differ from one another. Particularly, 39% of the responses are positive, and
41% are negative. 20.3% of responders, which is a sizable portion, do not have an answer to this question (See
Table 1).

Table 1. Would you change your job in the near future?

IFrequency Percent \Valid Percent gumulatlve
ercent
\Valid  |yes 106 39.1 39.1 39.1
no 110 40.6 40.6 79.7
| do not have anj o 20.3 b0.3 100.0
answer
Total 271 100.0 100.0

Source: Author's research results
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In case of a positive answer - under what conditions would they change their job in the near future - the
frequency distribution table gives the following result (See Table 2):

Table 2. Under what circumstances would you change your job?

Frequency |Percent  [Valid Percent Cumulative
Percent

Valid [By promotion within thef

same structure ol 48.1 8.1 48.1

in the private sector with the

same remuneration 9 9 9.1

with better remuneration in

the private sector 48 45.3 5.3 94.3

By moving to the civil|

sector 3 2.8 2.8 97.2

I do not have an answer |3 0.8 0.8 100.0

Total 106 100.0 100.0

Source: Author's research results

As shown in Table 2, the majority of respondents (48.1%) want to stay in the same structure and would
change jobs if they received a promotion there. A sizable proportion of them, 45.3%, would change their job
by moving to the private sector for better compensation.

The level of satisfaction in the public sector is low, even though employee attachment to the organization
is high. Respondents express a clear desire to change jobs. Job attachment is a different study issue that various
factors can explain.

Table 1 demonstrates that 40.6% of respondents do not intend to change jobs shortly. The reasons for this
are given in the frequency distribution table (See Table 3).

Table 3. Why would you not change your job?
| Cumulative
Frequency [Percent |Valid Percent|Percent
P b 2 2 s [
Because | am satisfiedl
with the working|22 20.0 20.0 57.3
conditions
Because the available
position corresponds toj44 40.0 40.0 97.3
my qualifications
I do not have an answer |3 2.7 2.7 100.0
Total 110 [100.0  |100.0

Source: Author's research results

According to the data, 40% of respondents do not intend to change jobs shortly because their existing

working conditions match their qualifications. 37.3 percent of respondents stated they don't want to switch
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regarding their working conditions.

The questionnaire includes interval variables that reflect how satisfied respondents are with their job,
working conditions, remuneration, and organizational culture at work. Each question is answered on a 5-point
scale from 1 to 5 with the following correspondence: 1 - completely dissatisfied, 2 - dissatisfied, 3 - neither
dissatisfied nor satisfied, 4 - satisfied, and 5 - completely satisfied.

We used the Mean statistical procedure for comparing averages to evaluate the respondent's level of
satisfaction with jobs, working conditions, remuneration, and organizational culture. As a result, we obtained
descriptive statistics of variables with a mean central tendency (See Table 4) and ANOVA table of variance

analysis (See Table 5).
Table 4. Report

How satisfied How Sat.'Sf'ed A ow satisfied arelHow satisfied are you at
- lyou with your - ; "
are you WlthWorking you with yourjwork with the existing]
o o B~ 5
Your position in organization your job? conditions? compensation? |organizational culture?
Lower position (specialist, [Mean 3.43 3.74 3.10 3.76
leading specialist, main [N 219 219 219 219
specialist) Std. Deviation  |.872 957 1.096 943
Middle position (Head of |[Mean 3.59 3.75 3.18 3.55
Department) N 44 44 44 A4
Std. Deviation  ].583 .781 .691 .761
High position (governor, [Mean 4.00 4.00 4.00 3.87
deputy governor) N Is S e fe}
Std. Deviation  |.535 535 .535 .354

Source: Author's research results

Using the given variables, we applied the measure of central tendency (mean) to high-position employees.
The following variables were identified with higher than average scores, namely 4 points (which is
characterized by the "satisfied" tendency): How satisfied are you with your job? How satisfied are you with
working conditions? How satisfied are you with your compensation? and with an average score of 3.88 - how
satisfied are you at work with the existing organizational culture?

The following variables were identified as having a score greater than the average for low-level employees:
how satisfied are you at work with the existing organizational culture? (3.76 ) and how satisfied are you with
working conditions (3.74)?

Question marks appear when mid- and lower-level managers in the organization openly state that they are
dissatisfied with compensation and job, and their satisfaction is limited exclusively to the organizational
culture. It is interesting why, in the context of a fair organizational culture, middle and lower managers may
be unsatisfied with their compensation and would want to quit if they were paid more. Our prior research in
the aforementioned structure (Pirtskhalaishvili, 2021) has shown that there are few opportunities for career

advancement for employees, and in many cases, there were signs of discrimination.
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A boxplot serves to present a visual representation of data of low-level employees (median - red line) (See
Box plot 1).

Your position in organization: Lower position (specialist, leading specialist, main specialist)

g

T4 161
1 o —_—
177 1680
T T T
How satisfied are you How satisfied are you How satisfied are you How satisfied are you
with your job? with your working with your worlk pay? at work with existing
conditions? organizational culture?

Box plot 1. Visual representation of data of low-level employees
Source: Author's research results

The following variables were identified as having a higher-than-average score for middle-level employees:
How satisfied are you with your working conditions? (3.75), How satisfied are you with your job? (3.59) and
How satisfied are you at work with the existing organizational culture? (3.55).

Your position in organization: Middle position (Head of Department)

5.0

3.5

2.0

T T T T
How satisfied are you How satisfied are you How satisfied are you How satisfied are you
with your job? with your working with your work pay?  at work with existing
conditions? organizational culture?

Box plot 2. Visual representation of data of middle-level employees
Source: Author's research results

392


https://journal.access-bg.org/

Access to Science, Business, Innovation in Digital Economy

xo ACCESS Journal: ISSN 2683-1007 (Online)
2023, 4(3), 387-399, https://doi.org/10.46656/access.2023.4.3(4) https://journal.access-bg.org/

A box plot serves to present a visual representation of data of middle-level employees (median - red line)
(See Boxplot 2).

As the fourth table shows, high-level employees are the most satisfied with their compensation. And the
lowest indicator (3.10 points) was recorded among the employees of lower-level employees. An approximately
similar indicator is recorded in the case of employees in the middle-level position (3.18 points).

From the variance analysis table obtained as a result of the Mean statistical procedure (See Table 5) can be
seen that:

v" The position held by the respondent affects employee satisfaction with the compensation. The
salaries of the respondents are different according to the positions they hold (there is a statistically
significant relationship between the position of the respondent and employee satisfaction with the
compensation - at the 0.05 level);

v Respondents in various positions have similar levels of satisfaction with their jobs, working
conditions, and organizational culture. We believe that the respondents have some misconceptions
about what organizational culture is. They do not associate it with issues such as fairness and
discrimination.

Table 5. ANOVA Table

Sum of Mean

Squares | Df [Square] F | Sig.
JHow satisfied are you with your [Between Groups |(Combined) 3.253 2 ]1.627 |2.391 |.093
job? * Your position in \Within Groups 182.289 [268 |.680
organization Total 185.542 |270
|How satisfied are you with your |Between Groups [(Combined) |505 2 |253 297 |743
working conditions? * Your |Within Groups 227.930 |268 |.850
position in organization Total 228.435 [270
[How satisfied are you with your |Between Groups  |(Combined) [6.336 |2 [3.168 [2.986 [049
compensation?* Your position [Within Groups 284.335 (268 [1.061
in organization Total 290.672 270
|JHow satisfied are you at work [Between Groups |(Combined) 1.899 2 1949 ]1.159 |.315
with the existing organizational  \within Groups 219.437 [268 |819
culturg? _* Your position in o 21336 70
organization ’

Source: Author's research results

We employed factor analysis along with the Kaiser-Meyer-Olkin (KMO) test to assess the model's
suitability. The KMO test was used to evaluate the suitability of each model variable and to choose the
complete model for factor analysis (P value 0.001) (See Table 6).

Table 6. KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 724
Bartlett's Test of Sphericity  Approx. Chi-Square 1216.129
df 136
Sig. .000

Source: Author's research results
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As a result of factor analysis, based on 17 initial variables, three general components were selected using

the varimax method:

1. Social and marital status;

2. Job satisfaction;

3. Reasons and conditions for a workplace change.

Social and marital status factor integrates the following variables: gender, age, marital status, having/ not
having children, the period of work in the organization, and the number of job changes.

Job satisfaction factor integrates the following variables: Understanding of information on the workplace,
in particular, whether the respondents have heard that many employees leave the job or whether they have
heard about discrimination in the given job. Additionally, the respondents' level of satisfaction with their jobs,
remuneration, working conditions, and organizational culture.

The factor of reasons and conditions for a workplace change includes position held by the respondent and
job change/not-change conditions.

Table 7. Component Score Coefficient Matrix?

Component

\Variables 1 2 3
Gender .007 -.003 -.005
Age -.001 -.004 -.055
'Your marital status .000 -.008 .013
do you have children -.001 -.006 .006
the level of education .008 .002 -.002
\What position do you hold in the organization? .009 -.014 -.008
How long have you been working in this organization? .013 .020 -.034
Hav_e you hea_\rd that numerous employees of Thilisi Municipality City Hall are 046 L 002 . 005
leaving their jobs?
How many times have you changed jobs in the existing structure? -.033 .110 .981

ould you change your job in the near future? -.002 .075 -.005
Ifoh/(r);Jozta)r?]swered yes to question 16, under what conditions would you change . 106 538 057
If the answer to question 16 is negative, why would you not change your job? [-.053 .535 -.025
Have you heard of discrimination at work? .037 -.003 -.004
How satisfied are you with your job? 212 -.007 -.026
How satisfied are you with your working conditions? 292 -.003 -.031
How satisfied are you with your compensation? 341 -.044 -.034
How satisfied are you at work with the existing organizational culture? .269 .006 -.028

Source: Author's research results

Using Cronbach's alpha, we checked the reliability of the given model based on the initial variables (Table

7). Cronbach's alpha was 74%, demonstrating the reliability of our research (See Table 8).

Table 8. Reliability Statistics

Cronbach's Alpha
Based on
Standardized
Cronbach's Alpha|ltems N of Items
.735 .749 17

Source: Author's research results
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The expected value of Cronbach's alpha in case of elimination of any variable is given in Table 9 (See Table
9).
Table 9. Item-Total Statistics

Scale Mean iffScale Variance ifzoﬂgaﬁhlfem
Item Deleted |Item Deleted P
Deleted
Gender 49.69 48.856 .738
Age 48.16 47.912 .758
'Your marital status 49.63 49.574 749
do you have children 49.79 49.875 744
the level of education 46.27 48.369 .738
\What position do you hold in the organization? 49.91 48.638 .736
How long have you been working in this organization? 48.56 47.719 743
Have you heard that numerous employees of Thilisi
IMunicipality City Hall are leaving their jobs? 49.75 46.537 122
How many times have you changed jobs in the existing 49.92 50172 778
structure?
—— 5
\Would you change your job in the near future® 49,60 49 750 744
If you answered yes to. question 16, under what conditions 50.00 51292 785
would you change your job?
If the answer to question 16 is negative, why would you not
change your job? 49.92 50.172 778
Have you heard of discrimination at work? 49.40 46.345 .720
How satisfied are you with your job? 47.63 41.055 .689
How satisfied are you with your working conditions? 47.31 39.283 677
How satisfied are you with your compensation? 47.98 39.702 .688
CHucnﬁrsea?tlsfled are you at work with the existing organizational 4735 40,154 684

Source: Author's research results

DISCUSSION

The research showed us the challenges in Thilisi City Hall's territorial units. According to the study, it is
essential to develop an adequate compensation system and apply various motivation strategies to prevent
turnover. Furthermore, it should be emphasized that the research was limited to the territorial units of Thilisi
City Hall. It will be important to conduct research across all public sector institutions in order to get a more

complete picture.

CONCLUSIONS AND RECOMMENDATIONS

It was determined that the outflow of employees from Thilisi City Hall's territorial units is primarily due to
inadequate compensation, which affects employee satisfaction. Furthermore, it was revealed that public
organizations do not use effective motivational methods to enhance staff engagement and work efficiency.
Additionally, the fact that civil servants do not openly verbalize workplace discrimination indicates that they
avoid discussing it because they expect to lose their jobs. In light of the research findings, we came up with a

number of crucial recommendations:
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e Encourage the employment of young people by giving them appealing working conditions and
possibilities for career advancement;

o Employing people with higher education should be a priority for organizations;

e Organizations should improve the working environment, working conditions, and organizational
culture to reduce the rate of job turnover owing to the abovementioned factors;

e To create decent working conditions for employees, public institutions need to increase
remuneration;

¢ Organizations need to stimulate employee rotation and thus increase the variety of employees'
work to promote employee motivation, self-development, and growth;

e Toaddress the gender gap, public institutions should encourage women to advance in their careers
and assume leadership roles;

e The aforementioned study emphasized the necessity for more research into how managers' actions
affect workers' job satisfaction. It's critical to provide leaders with a framework to follow. The
model will specifically bring together several elements that managers ought to pay attention to.
Although fair remuneration is the primary consideration, it is important to draw attention to the
causes of dissatisfaction and any discriminatory pay practices.

Owing to the complexity of the subject, we have started a new study focusing on how leadership

behavior influences employee behavior. The mentioned study will give us a clear and more detailed

picture of the challenges raised in our article.
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