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Abstract

This research aims to study the impact of human resources management practices on employees’
attitudes towards early retirement in Gaza electricity Distribution Corporation. The research
surveyed the employees who have been working for 10 years and more. Number of respondents
was 390. Study sample 194. A total of 225 questionnaires were distributed, and 191 valid
questionnaires were collected with response rate of 84.9%. Data analysis was done by using
SPSS.

The most important findings of the research are:

1.

The research results showed that GEDCo employees with a percentage 62.51 % have attitudes
towards early retirement due to the effect of HRM practices. Therefore, it can be said that
there exists an impact of human resources management practices on employees’ attitudes
towards early retirement in Gaza Electricity Distribution Corporation (GEDCo).

Results showed with a percentage 76.44 %that plans and training programs in GEDCo are
weak and not effective. Moreover, employees showed that training process in the organization
is based on discrimination . This contributed to push them to think of early retirement.

Large number of employees with a percentage 70.95% confirmed that their incomes are not
suitable for what they give of efforts. Moreover, most of them indicated that their salaries are
not enough to meet the basic needs for life. This actually pushed them to think of early
retirement.

Results also showed with a percentage 73.54%that promotion system in GEDCo is based on
favoritism and nepotism. In addition, they expressed that most of job promotions are not
granted based on merit, efficiency, or perseverance at work and all these reasons pushed them
to think of early retirement.

Employees with a percentage 65.70%indicated that performance appraisal system in GEDCo
is non-professional because it does not provide feedback absolutely and does not help mainly
to understand the problems; it is not accompanied by incentives and rewards. These reasons
increased their attitudes towards early retirement.

The most important recommendations are:

1.

It is recommended that recruitment and selection process should be made very carefully based
on merit and efficiency by applying justice, honesty and truthfulness in order to determine the
actual needs of the workforce in the light of the firm‘s financial ability to ensure smooth
running of the business operations.

Special attention should be devoted for training and development plans, programs and
activities in order to enhance the knowledge and skills of the employees because this will
certainly increase their commitment and may reduce their attitudes towards early retirement.
GEDCo administration is recommended to review compensation system including salaries,
rewards and incentives to fairly meet the continuous increase in the cost of living and to meet
the employees' responsibilities and needs.

Seniors management in GEDCo should take into consideration that the promotion
opportunities must be fair and depend on transparent and accurate criteria such as experience,
qualification, abilities and skills because unfair criteria of promotion lead to lower level of
motivation and satisfaction and also to lower level of organizational commitment.
Accordingly, may increase employees’ attitudes towards early retirement.

The researcher recommends that performance appraisal system should be applied in a
professional fashion that would enable to effectively measure staff performance and to
provide instant feedback for employees and it is necessary to link appraisal system with
promotion, incentives, and rewards.



Gl Lails

SSaall e &l gas pals all cilaladl e 3o pdall 3 ) sl 3 1a) cle jlae A Al ja ) Caaall 13 Caagy
Al ) i iy ¢ 58 Lad 0l g e Jandl 3 1 sumal () 5 36 cildablas ¢l 568 a3 534S 5 S
%84.9 laiul Jaras 51 191 alayind 5 Alind 225 )58 ai s 194 Al jall dise 5 Cala 50 390

SPSS lan ) il zali s aladialy clilyd) Jalas a3

ol Lo Canll il aaf caliad

2 \El gad Claladl agual (pall 3 e Cillailae ol oS a3 534Sy (il ge A O Cand) 138 il < yeldal- |
S lia aa g aily J S 3 Ayl 3l sall 5l s slee Y Aaii elldg 04 62.51 Caly Sudll
Sl ac &l ga il gall colalail e 4y 3l o) sall 3 500) il jladl

A e Cilladlaa el eS )53 AS 5 (A a3l gl g dalad () 9 76,444 sie A i) < e alD
pexdd b aalu (G eV ¢ uatl) e il AS A 8 Ay i) dglaal) ) ) sidh sall jedal s LeS (Al ye
Sl ae ) 8 el

Sl ac il b Sl agads A3 138 5 lad) 8 ) agilaliial AWl 46S e

LeS 4y puonall 5 BLlaall 48 Jax3 48 i) 8 <l il sl (o)) 9473.54 4y sie Aty L gl < yeal4
agxdd (A Y1 Jandl 43 5iall 5 5l 55 jlandl bl e il Y Adda sl il i) of il sl L
Sl ae el & sl

daal 4050 a0 Y Y g e AS 30 8 salaall oY) i alai o)) 1 9465.70 Ay (pida sall LIS
Al O 13 ()5 Sl 5 58 sall dasi e e Lyl 43l 5 COSEA agh o oty JS0 2ol Y g Lilhaa
Sl aclal) 8 Sall pals gall a8y Ao ) 50

1lua il aal ey

DA e elld () 5 36l 5 3 jlandl s el o 481 Lliay LAY 5 el dlae &5 () i ]
A0 58 ¢ gua 8 ALala) 5 gl A@dal) Clalia W) aasd Ja) e g Gaall g AlaY) 5 Alaad) Gk
el llead Gl o 93 lacal A8 45N
z\ﬁ)xd\)g)z:\d;\uAk_UJJﬂ\&_ILLLQAJC“\)J)MLA\ALAM\:\“\)JS\@Kﬂ\éﬁu\ﬂ)})‘\a-z
Saal) 2l gas agilalad) (e paliy 38 5 cppida gall o) 31 a2 5o 8 gu STl 138 Y Lguila ga sal 5 jleall 5
4 Loy Adlal) Ciliay gatll alas 3 plail) sale s 3 56 culladlas ol jeS aa )55 A8 )l 5 Hla) o5& () 3 )5 pa-3
Sl g e (o Loy g Adimal) CllSE] jatusall ) 330 ae Jale IS (381 51 Lay 581 el 5 LIS 5 il 5,
O sall Clalial

Ball julae oot ) A S8 e ol Jlie V) e AN ASLAN 8 Ll YY) e a4
G ¢ L ) g Bandlall (e J8) (5 sise ) s Aalall e julaadl (Y 5 jleadl 5 80l 5 5 5allS Adlasl)
SSaall ae il ga agilala) (e 2 35 Cpida gall o Ul (uSaty (2l a¥) kil ol 3V (e B (5 siasae

335 3 e Jlad JS 612 (el (e (S Aiga (33 ks £ 10 Y) il aldai (Gl ) g jeimy Cialil) am 0-5
(LS g 380 gl g Ll il oY) i day 53 ) 5 paim g (pila gall 4y ) 8 daal



Chapter One - The Research General Framework

Introduction

The Research Problem Statement
The Research Hypotheses

The Research Variables

The Research Objectives

The Research Importance



Introduction:

Actually, it is well known that individuals who intend to retire early will differ from those who
intend to retire late in their expectations. Therefore, the trend towards early retirement has been one
of the most important topic to be discussed because picking a retirement strategy is one of the most
important financial decisions a person will make. On the other hand, it can be said that several
factors are responsible for the early retirement phenomenon such as health problems, psychological
factors, and physical disabilities etc. However, the current research tries to examine different factors
that may lead to early retirement. In other words, this research will explore if there are relationship
between HRM practices and early retirement especially for those who work in Gaza Electricity
Distribution Corporation (GEDCo). Therefore, it is important for Gaza Electricity Distribution
Corporation (GEDCo) to know what factors influence early retirement to get a clear view on the
expected early retirement.

Recent research indicates that HRM practices play a role in the development of organizational
commitment and in reducing organizational turnover among employees in general (Allen, et al, 2003
p.102). It also has been found that affectively committed mature employees tend to plan to retire
later when it is most financially attractive for them, whereas employees with high levels of
continuance commitment tend to retire when financial benefits are highest (Luchak,et al 2008 p. 582).
When having a quick look at the previous studies concerning early retirement it is noted that many
early retirements have been the result of a physical or psychological disability (Lund, et al 2005);
other early retirements have been associated with less education, blue-collar work, and heavy
physical labor (Poulsen, et al 2001). While other early retirements have been associated with work

fatigue, low work autonomy, and greater retirement income (Lund &Villadsen, 2005).

However, the current research tries to explore how specific practices concerning human resources
management may push or motivate employees who work in Gaza Electricity Distribution
Corporation (GEDCO) to retire early. For instance, past research has suggested that the expectation
of sufficient retirement income and continuation of health insurance benefits after retirement was

related to earlier retirements (Mein & Ellison, 2006).

Nevertheless, through this research the researcher will find how compensation and benefits as one
of HRM practices would influence the employees who work in Gaza Electricity Distribution
Corporation to retire early. Rapid technological growth and changes in the labor market have
required workers constantly to develop new skills, maintain flexibility, and adapt to new working
conditions (Maurer &Rafuse , 2001). Yet although it is necessary to allow all employees to get access

to training, previous research suggests that training opportunities are not always distributed in a fair
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and equitable way (Saba, et al 2005). Indeed, a smaller amount of training is offered to workers age 55-
plus (Simon, 1996).

According to what have been said here, these discriminating conditions may decrease commitment.
Conversely, the opportunity to develop skills and competencies may facilitate older workers’
commitment (Maurer &Rafuse, 2001). Because the availability of training is a strong signal that the
organization is willing to “invest” in its aging workforce, not surprisingly that evaluations of career
development practices, including opportunities for personal development, were the best predictors

of affective commitment among employees in general (Meyer and Smith , 2000).

On a related note, it is likely that older workers would view the provision of training opportunities
as being an important advantage that they would lose should they decide to retire, thereby inducing
high-sacrifice commitment. Maintaining or developing one’s skills is indeed, highly valued by older
workers (Kooij et al., 2010). At the same time, older workers who have the opportunity to maintain
their competencies may develop a better sense of job security and may not view their continued

organizational membership because of a perceived lack of alternatives (Ito &Brotheridge, 2005).

The Research Problem Statement:

As a matter of fact, Gaza Electricity Distribution Corporation (GEDCOo) is considered one of the
most important organizations in Gaza strip simply because it provides a unique service, so, such an
important firm must have qualified and competent staff in terms of existing effective HRM
practices which lead the employees to achieve the organization’s goals more efficiently and
effectively . This research tries to examine whether the employees who work in GEDCo really
belong strongly to the firm or waiting for exit through early retirement. On the other hand, early
retirement has been characterized as non-normative exits. When employees think of early
retirement, there must be some factors and reasons may lead them to such attitudes. In other words,
it is clear obvious that there are well-known reasons for early retirement such as healthy problems
and physical disabilities, psychological factors and others .But the current research will focus on

different factors that may influence early retirement.

So, the problem remains on how great is the effect of each aspect of HRM practices having on
employees attitudes toward early retirement through answering the following main question: “What
is the impact of human resources management practices (recruitment and selection, training and
development, compensation and benefits, promotion and transfers, performance appraisal system)
on employees' attitudes towards early retirement in Gaza Electricity Distribution Corporation
(GEDCO)?”



The Research Hypotheses:

The main hypotheses that will be tested through the research:

1.

There is no significant effect at level 0.05 of HRM practices (recruitment and selection) on
(employees' attitudes towards early retirement).

There is no significant effect at level 0.05 of HRM practices (training and development) on
(employees' attitudes towards early retirement).

There is no significant effect at level 0.05 of HRM practices (compensation and benefits) on
(employees' attitudes towards early retirement).

There is no significant effect at level 0.05 of HRM practices (promotion and transfer) on
(employees' attitudes towards early retirement).

There is no significant effect at level 0.05 of HRM practices (performance appraisal system)
on (employees' attitudes towards early retirement).

There is no significant differences at level 0.05 among respondents towards (impact of human
resources management practices on employees' attitudes towards early retirement) due to personal

characteristics (gender, age, qualification, job title, and years of services).

The Research Variables:

The followings are the dependent and independent variables that will be studied through the

research:

1.
2.

Dependent variables: Employees' attitudes towards early retirement.
Independent variables: Human resources management practices including:
a. Recruitment and selection.

b. Training and development.

c. Compensation and benefits.

o

Promotion and transfers.

e. Performance appraisal system.



Figure No (1): The Research Model
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The Research Objectives:

This research aims to achieve the following objectives:

1.

To identify and understand the current human resources management HRM practices in
Gaza Electricity Distribution Corporation (GEDCo).

To investigate whether the examined organization use these five practices or not.

To explore the impact of HRM practices (recruitment and selection, training and
development, compensation and benefits, promotion and transfers, performance appraisal
system) on employees' attitudes towards early retirement in Gaza Electricity Distribution
Corporation (GEDCO).

To recognize the actual attitude of every employee toward early retirement in the examined
organization.

To identify obstacles and problems that affect negatively on implementation of effective
HRM practices in GEDCO.



The Research Importance:

This research highlights the importance of human resources management practices, which may

significantly influence the attitudes towards early retirement through the following aspects:

1.

The current research may contribute to the development of the Palestinian organizations’
performance; this consequently leads to the development and improvement of service.

This research can be used as a benchmark to other researcher in the future in both Gaza strip
and West Bank and enrich the Palestinian library with a useful study in early retirement
attitudes.

The research looks for better utilization and optimal use of human resources management
practices in Gaza Electricity Distribution Corporation.

The research will offer valuable recommendations to Gaza Electricity Distribution Corporation
(GEDCo) concerning HRM practices that may affect early retirement.

The researcher will work on other related issues that affect employee’s attitudes towards early
retirement and will participate with local conferences and publish the research in an

international journal.
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Introduction:

Actually, the importance of people in organizations is immense because it is the people that plan,
design, implement, sustain, and may end an organizations life .Human capital often refers to the
characteristics and skills that people bring to an organization such as commitment, loyalty, and
expertise etc. So, their contributions to the organization, as a resource is highly unpredictable, unique

and has potential for further development.

The central focus for human resources management must be on contributing to organizational success
by ensuring that human resources activities support organizational efforts and by enhancing
organizational performance (Mathis and Jackson, 2004, p.10). Whether consciously or unconsciously we
are always in interaction with others people and we are continually planning, developing, managing,
and ceasing our relations with others. These relations do not appear out of nowhere they depend on our

actions and our ability to manage our actions. (Syenucel, 2009 p .7).

It can be obviously said that goals cannot be achieved without the best employee in the appropriate
position who consistently attain standards needed to deliver products and services of the high quality.
HRM encompasses efforts for the promotion of employee satisfaction, personal development and

compliance with employment laws.
Human Resource Management Definition:

Before beginning to define HRM, it should be indicated that human resources management is a
comprehensive, coherent and integrated system to the employment and development of people.
Human resource management refers to all of the dedicated activity that an organization uses to affect

the behaviors of all the people who work for it (Jackson & Schuler, 2003).

Human resource management can be defined in line with the original concept as a strategic, integrated
and coherent approach to the employment, development and wellbeing of the people working in
organizations (Armstrong, M. 2012, p.4).Human resources management is concerned with all aspects of

how people are employed and managed in organization (Armstrong, M. 2012, p.9).

Another definition says that Human resource management refers to the policies and practices involved
in carrying out the ‘human resource’ aspects of a management position including human resource
planning, job analysis, recruitment, selection, orientation, compensation, performance appraisal,

training and development, and labor relations (Dessler, 2007, p. 4).

On the other hand, human resources management is composed of the policies, practices, and systems
that influence employees’ behavior, attitude, and performance (Wright, et al 2007, p. 5). HRM refers to

activities and tasks useful in maximizing employees’ performance in the organization, it is a dynamic
9



and evolving practice used by leaders and managers throughout a firm to enhance productivity, quality,
and effectiveness. (Gilley et al, 2009, p.1). Human resources management is critical to any organization
because it creates the system that acquire, motivates, manages and retains the talent that determines

the organization’s success (Phillips & Stanley 2012, p.4).

Importance of Human Resources Management:

Human Resources Management is considered important because of the following reasons: (Randhawa,
2007 p.17).
In order to maintain harmonious and peaceful industrial relations.

To have committed and willing workforce in organization.
In order to attract and retain best people in organization.
To manage and develop human resources.

To improve the quality of work life.

Due to change in government/political attitudes towards HRD.

N o g s~ wDdh e

To cope with changing technological development.

In other words, Human resources management is concerned with all aspects of how people are

employed and managed in organization (Armstrong, M. 2012, p.34).

The role of human resources management is to enable the organization to achieve its objectives by
taking initiatives and providing guidance and support on all matters relating to its employees as well
as HRM can play a major part in the creation of an environment that enables people to make the best
use of their capacities and to realize their potential to the benefit of both the organization and

themselves (Armstrong, 2006, p.54).

Human Resource Management Functions:

HR functions are concerned with the management and development of people in organizations. They
are involved in the development and implementation of HR strategies and policies and some or all of
the following people management activities: organization development, human resource planning,
talent management, knowledge management, recruitment and selection, learning and development,
reward management, employee relations, health and safety, welfare, HR administration, fulfilment of
statutory requirements, equal opportunity and diversity issues, and any other matters related to the
employment relationship (Armstrong,2006,p.54)

On the other hand, human resources management can be thought of as five interlinked functions
taking place within organizations: Staffing, Human resource development, Compensation, Safety

and Health, employee and labor relations (Mondy, 2008, p.4).

10



These functions can be illustrated by the following figure:

Figure No: (2) HRM Functions

Human
Resource
Management

Safety and
Health

Source: Mondy, R. W. (2008). Human Resource Management (10™ ed). p 5.

1. Staffing: Actually, no doubt that any successful organization should have competent and
qualified employees in specific jobs at specific places and times in order to achieve its goals.
Staffing is the process through which an organization ensures that it always has the proper
number of employees with the appropriate skills in the right jobs, at the right time. Staffing
involves: (Mondy, 2008, p.5).

a. Job analysis: is the systematic process of determining the skills, duties, and knowledge
required for performing jobs in an organization. It impacts virtually every aspect of HRM
including planning, recruitment and selection.

b. Human resource planning: is the systematic process of matching the internal and external
supply of people with job openings anticipated in the organization over a specified period
of time.

c. Recruitment: It is the process of attracting individuals on timely basis, in sufficient
numbers, and with appropriate qualifications, to apply for jobs within an organization.

d. Selection: It is the process of choosing from a group of the individual applicants best
suited for a particular position in the organization.

11



2. Human Resource Development: Human resource development (HRD) is a major HRM

function consisting not only of training and development but also of individual career planning

and development activities, organization development, and performance appraisal. Human

resource development (HRD) involves: (Mondy, 2008, p.5).

a.

Training: is the formal and systematic modification of behavior through learning which
occurs as a result of education, instruction, development and planned experience
(Armstrong, 2001).

Career planning: is an ongoing process whereby an individual sets career goals and
identifies the means to achieve them.

Organizational Career development: is a formal approach used by the organization to
ensure that people with the proper qualifications and experiences are available when
needed.

Organizational development (OD): is the planned process of improving an organization
by developing its structures, systems, and processes to improve effectiveness and
achieving desired goals.

Performance appraisal (PA): is the systematic evaluation of the performance of an
employee by his/her superior. It is a tool for discovering, analyzing and classifying the

differences among workers in relation to job standards (Manmohan, 2013 p.64).

3. Compensation and benefits: Compensation is an important factor affecting how and why people

choose to work at one organization over others. Employers must be reasonably competitive with

several types of compensation in order to hire, keep, and reward performance of individuals in

the organization (Mathis and Jackson, 2004, p.416).

a.

Compensation: is the total of all rewards provided to employees in return for their services
and includes direct and indirect financial compensation (Mondy & Noe 2005, p.284).

Benefits: is the indirect financial compensation (fringe benefits), are various non-wage
compensation provided to employees in addition to their normal wages or salaries. Some of
the benefits include; housing (employer-provided or employer paid),group insurance
(health, dental, life etc.),disability income protection, retirement benefits, daycare, tuition
reimbursement, sick leave, vacation (paid and non-paid),social security, profit sharing,

funding of education, and other specialized benefits (Mondy & Noe 2005, p.284).

4. Safety and Health: Close and continuous attention to health and safety is important because ill-

health and injuries inflicted by the system of work or working conditions cause suffering and loss

to individuals and their dependants.
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a. Safety: involves protecting employees from injuries caused by work-related accidents.

b. Health: refers to the employees' freedom physical or emotional illness. These aspects of
the job are important because employees who work in a safe environment and enjoy good
health are more likely to be productive and yield long-term benefits to the organization
(Mondy & Noe 2005, p.6).

5. Employee and Labor Relations: the relationship between managers and their employees must

be handled legally and effectively. Employer and employee rights must be addressed. It is
important to develop, communicate, and update HR policies and procedures so that managers
and employees alike know what is expected. In some organizations, union/management

relations must be addressed as well. (Mathis & Jackson 2010, p. 7).
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Introduction:

It can be said that everyone has an attitude; such an attitude may be good or bad (positive or
negative). One aspect of a person's attitude is the influence it may have on the people around him.
Therefore, a person who has a positive attitude can lift the spirits of his/her co-workers, while a
person with a negative attitude can lower their spirits. The positive or negative attitudes of
employees will certainly affect their work performance and the performance of the people they

work with.

In other words, a person's behavior can be affected by his attitudes either positively or negatively.
For instance, if a person has a positive attitude towards his work, this mean that he will be happy
and stable during his daily work. On the contrary, if a person has a negative attitude towards his
work, he may be upset and not stable through working. Accordingly, it can be concluded that

positive attitudes lead to at least good and acceptable performance at work and vice versa.

Through this section, the researcher will highlight the meaning and concept of attitudes in general

and their functions, components, characteristics, importance, and how they can be measured.

The Concept and Definition of Attitudes:
The term attitude is derived from the Latin word aptus, which is also the root of the word aptitude,

and indicates as a state of preparedness or adaptation (Erwin 2001, p.3).

Attitude represents a summary evaluation of a psychological object captured in such attribute

dimensions as good- bad, harmful-beneficial, pleasant-unpleasant, and likeable-dislikeable. (Ajzen,

2001, p.28). Attitudes refer to the general and relatively enduring evaluations people have of other

people, objects, or ideas. These overall evaluations can be positive, negative or neutral and they can

vary in their extremity (Melvin, J et al 2003 p.353). Another definition says that attitude refers to

feelings, beliefs and reactions of an individual towards an event Phenomenon, object or person

(Adewuyi, 2012).

Actually, it can be said that attitude of an individual reflects his/her persistent tendency to think, feel
and behave towards an object in a particular way, involving favour or disfavour.In other words,
attitude towards something or someone is thought to be persistent, because for changing it requires
efforts and willingness. Attitudes are not innate attributes of humankind, they are learned responses.

Functions of Attitudes:
There are four functions for attitudes that can be explained as the following: (Erwin 2001 p.8-9)
1. The instrumental function: This has also been termed as adjustive or utilitarian function.

Attitudes serving this function are helping the individual to maximize their rewards; they
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have some utility for person. This adaptive function of attitudes may be in the present or it
may have been useful in the past and have simply persisted for individual. The individual or
people strive to maximize rewards and minimize penalties. Therefore, they are motivated to
adopt attitude which will gain for them the social approval and esteem of family, friends and
colleagues.

2. The ego-defense function: As it has been said that attitudes may serves an adaptive function,
they can give us an outlook that protect us from external realities, buffers our ego and reward
us. Prejudicial attitudes are often held up as an example of attitudes serving an ego defense
function. For example, a person who has just been fired from the job is likely to feel even
more prejudiced immediately after than before the event.

3. The value —expressive function: Value-expressive function is based on relationship between
attitudes and values. This function implies that through the attitudes we express personal
values, establish and communicate our identity. (Tihana, 2005 p.147).

4. The knowledge function: The core idea of this function is that attitudes make our world
understandable. They provide a frame of reference for ascribing meaning to the thing that
happened to us and things that we encounter. They help impose order on the world, make it

predictable and help us feel we are functioning effectively.

Components of Attitudes:
Attitudes are hypothetical constructs that are assumed to exist in the mind, are stored in memory
and often precede overt behavior, it is generally accepted that attitudes have three components:
cognitive, affect, and conation or behavioral tendencies: (Kusluvan 2003 p.26).

1. The cognitive component of an attitude consists of belief, opinion, idea, and knowledge or
information held by a person towards an object. Cognitive indicators of an attitude include
verbal expressions of beliefs and thoughts, or non-verbal perceptual reactions (i.e. body
language).

2. The affective or emotional element of the attitude is the feelings stimulated by the object of
the attitude. Affective responses include verbal expressions of feelings towards the attitude
of object as well as psychological reactions, facial expression and other non -verbal
indicators of positive or negative feeling.

3. The conative or behavioral tendency components of an attitude include predispositions,
intentions, plans, inclinations, and commitments to act or behave in certain ways toward the
object of the attitude.
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Importance of Attitudes:

The importance of attitudes can be largely attributed to the common assumption by researcher and
laypeople that attitudes play an important role in determining behavior. Attitudes are central parts
of human individuality. Others attitudes can be used to make judgments about them.

Attitudes are important because they guide our thoughts (the cognitive function), Influence our
feelings (affective function.), and Affect our behavior (behavioral function). We decide what ads

to read, whom to talk to, where to shop, and when to eat based on our attitudes (Hoyer, 2010 p.122).

Some attitudes are more resistant to change than others. Important attitudes are more resistant to
change because of the following: (Carroll, 2008 P.19)
1. Important attitudes are associated to other attitudes, beliefs, and values and this become a
stabilizing force.
2. Important attitudes are accompanied by stores of relevant knowledge that can be used to
counter — argue competing information.
3. People tend to be attracted to others with similar attitudes; hence, these attitudes are
reinforced by social norms.
4. People are more likely to commit themselves in public to attitudes they consider important,

which increase resistant to change.

Characteristics of Attitudes:
Attitudes can be described in terms of five main characteristics: (Hoyer, 2010, p.123).
1. Favorability: refers to how much we like or dislike an attitude object.
2. Attitude accessibility: refers to how easily and readily an attitude can be retrieved from
memory.
3. Aittitude confidence: In some cases, we hold our attitudes very strongly and with a great
deal of confidence, whereas in other cases we feel much less certain about them.
4. Persistence: the attitudes we hold with confidence may last for an extremely long time
whereas other may be very brief.
5. Resistance to subsequent change: a person or an employee may change his or her attitude

easily.

Measurement of Attitudes:

Measurement of attitudes is important for determining what people’s current attitudes are and
whether or not they have changed. Attitudes cannot be observed directly. Investigators have to
make inferences about how positively or negatively a person feel about an object, based on the
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different kinds of information that they can observe. The process of attitude measurement is one
of attempting work backward, going from the response back to the latent construct that is the
attitude. To understand this process, it behooves us to better understand the cognitive process that
intervene between the latent attitude and particular responses that are manifested when attitude

measurement is attempted (Mark. P, et al 2005 p.24).

Attitudes are generally measured directly through multi-items questionnaires that ask for
respondents opinions of an attitudes object or behavior using semantic differential scales and
bipolar. On the other hand, attitudes are also measured indirectly using expectancy valued models

focusing on specific beliefs regarding the attitude object or behavior rather than global evaluation
(Smith & Biddle, 2008p.168).

The techniques of attitude measurement can be broadly organized into direct self-report methods
and implicit measurement techniques. These techniques are the most used procedure for measuring
attitudes and three main techniques have been used. These are: Thurston’s method of equal

appearing intervals, Likert’s method of summated ratings and Osgood’s semantic differential (Judd
& brink, 2005).

Attitudes Toward Early Retirement:

In fact, it can be said that some people tend to retire early because of job termination due to
business downsizing and early buyouts. Many others may have attitude to retire early because they
are interested in various activities such as spending more time with family and pursuing individual
hobbies.The trend toward early retirement has been one of the most important labor market
developments in the previous years. It is an event that requires adaptation by the Individual. Most
people retire for various reasons. A prime consideration is financial resources in the retirement
years; a person may choose early retirement if private investments and pension will provide

adequate life-long financial well-being.

In general, a more positive attitude toward early retirement will develop as more people retire in
the world where social security and leisure are taken for granted. Concurrent with this awareness,
a more positive attitude toward the aged (without derogatory associations) can develop and may

have an overflow effect on employee’s practices (Manfred .F, et al 2013 p.100).

If retirement brings anxiety, stress, fear, insecurity, uncertainty which are precursors of negative
attitude, these can be reduced or corrected, so that the workers can enjoy their life in retirement,

stay stress free, be emotionally stable, psychologically balanced and physically sound (Olufemi,
2013 p 213)
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Introduction:

Generally, those who are better prepared for their retirement have more positive attitudes toward
retirement. However, some people might feel optimistic about their retirement despite inadequate
retirement savings. Therefore, it seems to be important to explore factors that lead to retirement
confidence, such as retirement planning. In other words, deciding when to retire may be one of the

most important decisions an individual makes during his or her lifetime.

Although the retirement decision occurs late in life, it can significantly affect an individual’s well-

being for many years (Knoll, 2011 p.15).

Picking a retirement strategy is one of the more important financial decisions a person will make.
In the current economic climate with huge numbers of persons facing retirement, it seems there is
no end to advice on how to make one's retirement savings last a lifetime. Many approaches sound
reasonable, yet the range of advice seems so vary considerably with strategies often contradicting
each other. Studies have confirmed that more than 70 percent of workers fail to adjust properly
towards retirement This lack of adjustment is obvious in many areas including financial planning,

accommodation, leisure planning and even the thought of when they were actually going to retire
(Ross and Wills, 2009).

Recent retirement behavior has shown signs of drifting away from previous norms: early exit from
work has spread widely, working patterns have fragmented, average unemployment rates have
increased, and the chances of staying in the same job for life have declined (Jackson, 2009 p.516).

Planning towards retirement must start very early in one’s working life (Maestas, 2009).

According to Moschis, (2002) Adapting to retirement and having a successful retirement is tied to
making good use of an increase in free time, continuation of healthy social relationships, adequacy

of income, being healthy, and having positive family relationships.

Retirement Concept in General:

There is little agreement on the meaning of the term “retirement,” how best to measure it and how
to account for labour force re-entry. For some, to be retired is to have left a career. Retirement may
also be viewed as a state (no connection to the labour force or to a life-long occupation), or as a

process of gradually reducing labour force activity (Maestas, 2009).

Retirement can be voluntary or involuntary, early or on time and complete or partial in its nature.
The decision to retire early or late often results from interplay of choice and chance (wang, M 2013
p.77). Retirement is commonly viewed as an abrupt transition from employment to non-employment

at the precise time individuals meet social security or pension eligibility (Gary .A, Terry .A 2003 p.
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21). Retirement has been reinvented as a time of transition to a new life, rather than simply the end

of an old one.” (Hockey and James, 2003.p. 102).

The experience of retirement refers to the multitude of life changes brought by retirement. These
phenomena are interlinked and closely tied to other societal structure and individual life spheres

(Gary .A, Adams, Terry A. Bheer 2003 p.2).

There are only two things that can be known with certainty about retirement. First, the experience
of it, as measured by well-being, joy, fulfillment, activity, misery, loneliness, pain, or limitation
will be unique for every individual, with only limited regard to financial status. Second, regardless
of when or under what circumstances retirement begins, eventually it will end in death, which has

significant implications for the living and experience of it (MacBean, E. 2007 p. 40).

To understand the decision whether and when to retire, it is necessary to consider two sets of factors
— those related to the extent of leeway individuals have in making the retirement decision , and
those related to the various push and pull factors (Gary .A, et al 2003 p.21). Retirement might be viewed
as a state (with no connection to the labor force or to a life-long occupation), or it could be viewed

as a process of gradually reducing labor force activity (MacBean 2009).

Most people look forward to retirement with a mix of excitement and anxiety. They feel excited
about having a time to relax and to realize those dreams that they have not accomplished. In
addition, they feel anxious about whether they will be financially and emotionally ready to deal
with the changes that retirement would bring (Adewuyi 2008).

Retirement should normally be a period of rest from the stress and exertion of work, when one
spends most of his time with the family, with old school mates and, of course, in bed Having spent
30 to 40 years working for salary, one would normally be expected to have laid the foundation for

financial stability, with pension income acting as back-up (MacBean, 2007).

Early Retirement Definition and Concept:
The ‘decision’ to retire early may still be a more or less forced one for many people, for example
those who take ‘voluntary’ early retirement under pressure from their employer or due to ill health;

or those who are made redundant in their fifties or sixties.

Early retirement is a psychosocial process that can be determined by different factors (e.g., social
norms, working conditions, demographic factors, marital status, incentives, and pension systems)
and likewise can produce different outcomes (e.g., stress, mental health problems, general health,

and life satisfaction) (Davis 2003).
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Early retirement, can be seen as influenced by so-called push and pull factors. Push factors are
defined as negative circumstances that lead to early retirement, such as poor health or lack of job
satisfaction. In a recent review of longitudinal studies on determinants of early retirement, poor
health and high physical and psychosocial work demands were identified as risk factors for early
retirement. Pull factors are defined as positive factors that attract an individual towards early

retirement, such as the desire to spend more time on volunteer work or leisure time activities
(Reeuwijk, K. G et al 2013 p. 2).

The decision to retire has become a more complex individual process as a result of societal changes
in the labour force participation and the increasingly common practice of offering early retirement

during downsizing to persons far below the age of the old age pension (Isaksson, et al 2008 p.286).

The steady withdrawal of workers from the workforce at a younger age suggests that retirement
income is gradually increasing and/or that older workers are increasingly being forced out of the
labour market. Consequently, the huge increases in early retirement in industrialized countries in
the last century can be explained by a labour supply decision of workers on the one hand and by
labour demand decisions of employers on the other, (as well as changing demographic realities).
(Herbertsson, T. 2001 p 326).

As it is quite clear that although there are negative circumstances that lead to early retirement, the
current research tries to find other types of reasons that may push employees to retire early
concerning human resources management practices (recruitment and selection, training and

development, compensation and benefits, promotion and transfers, performance appraisal system)

According to Bernhard (2006), early retirement from work has considerable repercussions on the
financing of social insurance as the following:
1. Early retirement increases the overall social expenditures.
2. Early withdrawals from work lowers income and payroll tax receipts owing to reduced
employment.

3. Premature withdrawal from work represents loss human resources.
Planning for Early Retirement:

There is no doubt that early retirement planning is an evolving process. In other words, early
retirement planning is, in effect, a personal cost/benefit analysis of what you are spending now and

how those expenditures fit with the values you place on your early retirement lifestyle.

Several financial considerations are brought to bear on the decision to take early retirement. One

factor may be the early retirement package offered from the employer. Other sources of retirement
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income, such a pension plan, annuities and investments must be assessed to determine whether the
projected income will meet your retirement needs, goals and objectives. Planning process should
also include an analysis of income tax consequences of each potential factors when making the

decision to retire (Revak, 2007 p .81).

So it can be obviously said that the best chance of an early retirement comes to those who planning
early. On the other hand, life expectancy is an integral part of planning for an early retirement and

can force an employee to make some tough decisions.

The Early Retirement Incentives:

It can be mentioned here that early retirement incentives may have significant payroll costs
reduction potential. they may have various negative implications that must be carefully considered
before the implementation of an early retirement strategy for employee reduction and realignment.
An early retirement incentive may me a complex management strategy, which may have mixed
results, conceals many threats and requires elaborate analysis on a case-by-case basis. On the other
hand, early retirement incentives should not be used as a “quick and dirty” solution, but applied

with sufficient care and consideration in order to avoid substantial unintended consequences.

Although implementing an early retirement incentive program requires certain expenditures, they
are normally outweighed by a number of factors, including: (Linda. K, et al 2009).

1. Reduced labor costs such as salaries, unemployment taxes, and social security taxes.

2. Preservation of operating funds—retirement funds are paid out of the general account and

do not affect the yearly operating funds of the organization.

Implementation of the early retirement incentives requires the most elaborate planning and

execution in order to be effective, predictable, and safe.

On the other hand, the early retirement benefits are directly related to the individual employee’s
employment history and the contributions paid. The less time the employee has worked, the lower
the pension benefits. The new plan do, however offer employees more flexibility in choosing the
age at which they wish to retire — and through additional savings — the level of the benefits they
wish to receive. In addition, the individual responsibility of workers is enhanced by the shift from

defined benefit to defined contribution plan (Gary .A, et al 2003 p.250).

Advantages and disadvantages of early retirement:
According to Weltman .B (2009), there are advantages and disadvantages for early retirement as

the following:

1- Advantages of early retirement:
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There are monetary considerations for retiring early:

a. Social security and Medicare taxes you would otherwise owe on earnings.

b. Commuting costs for getting to and from work.

c. Work-related expenses such as clothing and eating out.

2- Disadvantages of early retirement:
There are financial drawbacks to not working:

a. 'You no longer have a paycheck unless you got a new job or start a business.

b. You cannot contribute to a retirement plan. Unless you have already amassed a resizable
retirement fund, taking early retirement may mean having a smaller income during your
retirement years.

c. You may not have health coverage. Unless you can continue coverage under your
employer’s plan, you will have to obtain health coverage on your own. This can be an
expensive endeavor.

The main disadvantage to early retirement benefits is that it will generally result in a reduced

monthly benefit.

The Employees’ Perspectives of Early Retirement:

Deciding when to retire involve a complex blend of financial and personal calculations.
Unfortunately, many employees lack the financial sophistication necessary to make informed
decision. Therefore, many employees would benefit from professional counselling when they are
deciding whether to accept early retirement. Some corporations take such counselling available in-
group seminars, individual counselling sessions or both. At their best, counsellors will be familiar
not only with the financial aspects of early retirement, but also with the psychological and personal

dimensions of retirement.

Factors Affecting Early Retirement:

The major factors affecting the decision to retire early are the individual’s personal financial
condition and health and the extent to which he or she receives satisfaction from work, attractive
pension benefits, possibilities of future layoff , and inability to meet the demands of their jobs are
also among the reasons workers choose to retire early (Snell & Bohlander, 2007 p.490).

Among factors of a person, considering early retirement should consider are the following: (Monk,
1994 p.138-139).

1. How will early retirement affect the size of retirement benefits: an employee should
determine what effect leaving the labor market would have on the amount of his or her

social security benefits. In addition, an employee should learn whether electing early
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1.

retirement benefits will affects other benefits available from state, local, and private
agencies.

2. What are the employees’ retirement plan: a good question for prospective retirees to
ask is (what will 1 do after retirement).if they cannot answer that question, they may
not be ready to retire early.

3. What are the employees’ financial needs and how might those need change over time:
these reflect not only the elimination of job — related costs but also the fact that retirees
will not be paying the social security payroll tax.

4. What are the feelings of the employee’s spouse: these feeling are often undervalued as
a consideration.

5. How will the employees pay for health care: in assessing whether to retire early the
employee will want to consider the value of the health benefits he or she is receiving
as an employee.

6. What benefits options are available to the retiree under his or her pension plan: which
options are most valuable financially, and which are most compatible with the
employee’s financial needs.

According to what have been mentioned here it might be cleared that early retirement provide
challenges and opportunities for both employees and management. For the employee, the challenge
is to evaluate the benefits and costs of early retirement decision. But for management the challenge
is to design a program that effects personnel strategies and needs.

How May Human Resources Management Practices Contribute to Early Retirement:
There are many potential causes for early retirement; sometimes the causes are related to the
human resources practices of the organization and can be managed. These include such things
as non-competitive compensation, high stress, working conditions, monotony, poor supervision,
poor fit between the employee and the job, inadequate training, poor communications, and other
organization practices (Mushrush, 2002).

On the other hand, Commitment of the organization, to the employee, can be expressed through
HR practices and impact retention. High commitment HR practices that affect employee
commitment include “staffing, developmental appraisal, competitive and equitable

compensation, and comprehensive training and development activities” (Whitener, 2001, p. 517).

Recruitment and Selection: The first action of HR is the recruitment and hiring of new
employees. It is important to be honest with potential hires up front about the expectations of
the job that they are applying for. Studies show that realistic job previews increase the job
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2.

satisfaction, organizational commitment, and job survival of new hires instead of utilizing an

approach of doing whatever it takes to get the employee to accept an employment offer
(Wanous, 1992).

When companies provide accurate information, applicants are better able to determine whether
the job will meet their specific needs. By knowing the less desirable aspects of their job,
applicants can better prepare for when they occur. Honesty to the applicants, even at risk of
losing the potentially valuable employee, may create an impression of trustworthiness (Meyer &
Allen 1997). “If we get the right people on the bus, the right people in the right seats, and the
wrong people off the bus, then we’ll figure out how to take it someplace great” (Collins, 2001 p.
41). As a result, it can be said that placing an employee in an inappropriate position may be one
of the reasons that push his/her attitude to retire early or to increase the organizational

commitment.

Training and development: When an employee is hired, it is important that they receive
acknowledgement and positive support from experienced employees. Training is an important
component attributing to higher levels of organizational commitment. In other words,
organizational commitment increases the following training and there may be a strong positive
correlation between commitment and employee’s motivation for training. The more committed
the employees were, the more they desired training. New employees, who receive a satisfying
training experience, feel better about their ability to perform the tasks expected of them.

(Mathieu, et al 1991).

So, it can be said that employees who gain training are strongly committed to the organization
and have strong desire to continue at work but on the other hand those who have no training for

a long time may have tendency to early retirement.

Compensation and benefits: Researcher often identify compensation among the most important
factors for potential employees in considering to accept a job offer, however, what is not so
clear is the impact that pay has in regard to retention of the new employee after hire This is
important, as the pay satisfaction of an employee upon their initial hiring does not necessarily
mean that they will continue to be satisfied with their pay in the years to come (Barber & Bretz,
2000). Employment benefits include items such as retirement, health insurance, life insurance,
disability insurance, paid leave, paid holidays, flexible scheduling, and educational assistance
to name a few. These benefits have been shown to bond an employee to the employing

organization and result in a strong correlation between benefits and turnover (Jenkins, & Gupta,
1998).
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According to what have been said here it may be obvious that inappropriate compensation may
increase an employee attitude to leave the organization by early retirement and on the other
hand suitable compensation and benefits will certainly push employees desire to stay at their

works.

Promotion and Transfers: A promotion involves moving an employee into a position with
greater challenges, more responsibility, and more authority than in the previous job. Usually
promotions include pay increases. Because promotions improve the person’s pay, status and
feelings of accomplishment, employees are more willing to accept promotions than lateral or
downward moves. Even so, employers can increase the likelihood that employees will accept
promotions by providing the same kind of information and assistance that are used to support

transfers and downward moves (Wright, et al 2011, p. 271).

According to what have been said here it can be clear obvious that employees who are deprived
from promotion for along times may think of early retirement faster than those who get

promotion that will certainly increase their salaries and improve their status.

Performance Appraisal: Performance appraisals are widely used for administering wages and
salaries, giving performance feedback, and identifying individual employee strengths and
weaknesses . (Mathis & Jackson 2010, p. 329). So it can be said here that absence of effective
performance appraisal system which must provide employees with feedback and show them the

right way of work may push or influence some employees to think of early retirement..
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Introduction:

In fact, Gaza Electricity Distribution Corporation (GEDCo) is considered one of the most
important and unique corporations in Gaza strip simply because it provides an unmatched service
to Palestinian people.

The following mentioned information about GEDCo are extracted from its official website in

order to have an idea about its profile (www.gedco.ps).

GEDCo Establishment:

GEDCo is a semi- public corporation owned by Palestinian National Authority and local
authorities (municipalities, local councils), 50% of its shares held by PNA and 50% of its shares
held by local councils and municipalities. GEDCo was established in 1998 by a ministerial
decree (No: 11/99), all duties of distribution electrical energy was transferred from the different
municipalities in Gaza Strip to GEDCo, the first bill was issued in 1998. GEDCo provides
service to the whole area in Gaza Governorate as it has many branches in the Northern district,
Middle area, Khanyounis, Rafah and Gaza city, the service is provided to around 1.7 million
Palestinian people. GEDCo is in operation to distribute the electrical energy to all areas under
the control of Palestinian Authority, the responsibilities of GEDCo are collection of the bill,
technical supervision, maintenance works, and improvement of the supplying system of the low

voltage (0.4 KV) and the medium voltage network.(22 kv).

GEDCo Objectives:

1. Commitment of high levels of quality through using the technologies in operating the
electrical system and networks.

2. Keeping unique relationships with all customers through providing distinctive and optimal
electrical services.

3. Creating integrated relationship with the institutions of the local community and keeping
high level of cooperation and coordination to serve the Palestinian citizen in an optimum
way.

4. Executing intensive programs to rationalize the electricity and the continuous awareness to
the public.

5. Apply the required safety and precaution procedures on the network and improve the
environmental safety.

6. Rehabilitate the old part of the network and replace it with new one.

7. Set up future plans to improve the distribution network to adapt the increase in the loads
because of the increase in the demanding energy.

8. Maintain some damaged transformers and install new electrical ones as needed by the
network.
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GEDCo Branches:
Gaza Electricity Distribution Corporation has six main branches and consists of 982 employees

distributed as the following:

No Branch Numbers of employees
1 | Head quarter in Gaza 143
2 | Gaza area branch 275
3 | Northern area branch 141
4 | Middle area branch 134
5 | Khanyouness area branch 170
6 | Rafah area branch 119
Total 982

Source: administrative affairs department - GEDCo

The board of directors:
GEDCo's board of directors consist of ten members headed by the chairman of Palestinian Energy
Authority (PEA), the local authority municipalities of governorates by membership of the

chairmen of these municipalities in the board of directors.

Figure No (3): The organizational structure for GEDCo:
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Early Retirement in Palestine:

Actually, early retirement system in Palestine allows an employee who is included in the civil
service law to have an early retirement after the approval of the authorized party on condition that
completion 15 years of service with age of 55. In such case, the retiree’s salary will be minimized
by 4% for each year until reach the compulsory age for retirement 60. In addition, according to item
No (117) included in the Palestinian public retirement law ,the ministers council has the authority
and the right to transfer any employee who completed acceptable 15 service years for early
retirement for the sake of public interest (Public retirement law No. (7) 2005).

Early Retirement in Gaza Electricity Distribution Corporation GEDCo:
Actually, Gaza Electricity Distribution Corporation as a semi- public corporation applies the same
civil service law which is adopted by the Palestinian Authority. In other word, early retirement
system in GEDCo is the same program applied in Palestinian authority as mentioned above.
According to the item no (117) included in the Palestinian public retirement law (2005) it is allowed
for an employee to retire early after completing at least 15 years of service but after the approval
of the ministries council .
The item no (27) included in the Palestinian public retirement law (2005) states the following:

1. The legal age for retirement is (60) years on condition that an employee must complete (15)

year in service.
2. Employees who completed (20) years at age of (55) can be allowed to retire.
3. The minimum age for early retirement is (25) years for men at the age of (50) and (20) years

for women at the age (50).

Actually, at least (9) persons have been retired early in GEDCO since its establishment, some of
them retired by resignation because of the travelling abroad searching for better job and others
retired because of physical handicapped due to working on the electrical network which forced
them to think of early retirement but the current study tries to discover whether there are other
reasons especially those related to human resources management practices that may push or

motivate employees to think of early retirement .(www.gedco.ps, 2014, May)
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Introduction

The objective of this chapter is to present different studies that support and expand the knowledge
of attitudes towards early retirement in the practical world.
Twenty-one studies and articles are viewed to support this research focusing on attitudes towards
early retirement in other areas of the world.
The studies have been divided in to three categories which are the local (Palestinian), Arabian, and
foreign studies.
These previous studies will constitute yardsticks to compare the current research’s results with in
attempt to see where they match and where not, opening avenues for future research.

Palestinian (Local) Studies

1. Al Afghani (2013): “Palestinian Pension Systems and its Effects on the Palestinian

Economy”

The research aims to highlight the importance of the pensions systems in all countries
worldwide, and manifest the role of these systems in the economic development and growth
in those communities. It also focuses on the analysis of the factors that affect the sustainability
of pension systems in Palestine, and analyses the impact of the fiscal policy on spending on
the Palestinian pension systems. It also clarifies the impact of pension systems on a number
of Palestinian economic aspects, in addition to reaching to recommendations that help

improve the comprehensive system of social security.

The most important conclusions of the research is that despite the developments that have
occurred in the Palestinian pension systems though, these systems still need more efforts, and
that the success of the pension systems depends on the long-term solution, in which there
should exist a holistic social security.

The most important recommendations is that there is a need for the state to remain as the sole
guarantor who gives the right of access to retirement, and the need for take steps to reduce
health defects and stressed the importance that the Ministry of Finance should supply due
contributions to the Palestinian Pension Authority to ensure the continuity of dues payments.

Mezher (2009) : “The Retirement Rights for Public Employee ”
This study aims to define the public employee and his lawful nature and to identify the
historical stages which organized the employees right after his retirement beginning from the
Othmanian succession period until the public retirement law No.7 2007 and also the study

aims to identify the types of deductions which is paid by the employee and the financial
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maturities for employees. The research recommended that it is necessary to modify the current
retirement law to be better and to provide employees and their families with safe life .On the
other hand, this research also recommended that this modification should unite all employees
in all over the country to be one body and help the new employees irrespective of their ages

3. Samana (2008): “Attitudes of Governmental Secondary Schools Teachers Towards Early
Retirement and The Effect of Some Variables in The North of West Bank — Palestine”
The purpose of this research is to recognize the general attitudes of governmental secondary

schools teachers towards early retirement in the North of West Bank — Palestine and to Identify
the role of the following variables (gender, age, scientific qualification, and years of services,
marital status, and level of family income in attitudes of governmental secondary schools
teachers towards early retirement in the North of West Bank — Palestine.

The most important conclusions were that Attitudes of governmental secondary schools
teachers towards early retirement in the North of West Bank — Palestine were positive whereas

the percentage in response to the total degree reached (%61.2).

The most important recommendations were to pay more interesting and attention to the
psychological, social, financial, healthy, and career conditions for teachers and seeking the ways
and methods that increase teachers’ satisfactions In order to maximize their productivities and
competencies and to reconsider teachers’ salaries and allowances.
e Arabic Studies
1. El-Hamidi (2010): “Early Retirement in The Government Sector in Egypt: Preferences,

Determinants, and Policy implications”

The purpose of the study is to identify variables describing the decision to retire before the age
of 60, the legal age of retirement, and characteristics of those early retirees. With many
employees accepting early retirement packages in Egypt, the need to understand the factors

determining their decision is relevant.

The most important findings of this research showed that the predicted level of retirement
increases the flexibility in personnel staffing and restructuring of the labor force and a little
less than three quarters of the sample is expecting to retire on or at the age of 57. The study
also showed that women surpass men in preferring to retire between the ages of 55 and 57,
while men exceed women in their preference to retire at the legal age of 60. Women excel over
men in their educational status; therefore they hold higher positions and earn greater wages. In
general, men are the head of their households and in many cases, the primary source of income,
whereas women are the secondary earner in the household. In addition, unlike men, women

were found eager to learn new skills and take on special training when offered.
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The most important recommendations of this study were of great concern to policy makers for
contribution to the understanding of early retirement decision in Egypt. It is important when
designing early retirement options in a way to avoid encouraging the most productive people to
take advantage of them. Therefore, an understanding of these variables provides great insight
towards policy decisions specific for its unique situations. It is also important for policy makers
to predict acceptance rate of early retirement, the socio economic profile of the workforce as

long as the most preferred retirement age.

2. Al Qahtany (2009): “Tendency to early retirement for security men: its motivations,
security and administrative consequences”

This research aimed to identify the tendency level of security men to early retirement and to
identify the motivation of the security men to early retirement. In addition to identify the
administrative and security implication to early retirement.

The most important findings of this research showed that the study subjects in the security
authorities levels towards early retirement is weak or low. It also showed that the administrative
implications of early retirement have relatively large effects in the security authorities affiliate
in the ministry of interior in the King Dom of Sudia Arabia. The study also showed that the
tendency towards early retirement of the officer functioning in the General Directorate of the
foundation security was statistically significant larger than tendency towards early retirement
of the officer functioning in the other security authorities.

The research recommended that It is necessary to reconsider the financial and social
advantages which is granted to security men after retirement and also it is necessary to strength
the relationship between the security authorities and the security men (employees) to motivate
them to work for a longer time in order to make use of their experiences and abilities. Finally,
The security authorities should provide security men with clear and obvious policy concerning
early retirement tendency in terms of encouraging them to continue at work for longer periods

or to motivate them to retire early and give them opportunities to search for alternative work.

3. Al Ghamidy (2001): “Teacher’s Attitudes towards Early Retirement in Mecca Al
Mokarama city and its relations with some variables”

This study aims to recognize the teacher’s attitudes towards early retirement in Mecca Al
Mokarrama city and its relations with the following variables (age, service years, educational
stage for teacher, qualification, marital status, specialization material, additional income,
nature of work inside the school).

The most important conclusions were that 50% from the study sample have negative attitudes

towards early retirement. That mean half of teacher have the desire to retire early.
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The research recommendations focused on paying more attention to the psychological, social,
financial, and organizational status for teachers and also their healthy positions and search for
methods to achieve their satisfaction in order to maximize their productivities and
competencies. The researcher suggests here establishing special administration in ministry of
knowledge to be responsible for the social and psychological affairs for teachers especially
those who are divorced and widow. In addition to educationally rehabilitate those teachers
holding B.A certificate the research also suggested for Preparation and renewing the educational
programs and teaching methods by increasing more dosage that help teachers to be more
effective and able to manage the different situations inside the classrooms efficiently and
training them to increase their skills , create new systems that allow teachers for partial or
gradual retirement. and finally , the researcher suggest that such a social center should not be
only for teachers but also for all other classes of employees who work in both private and public

sectors.

Foreign Studies

1. Nilsson (2013): ""To work or Not to Work in an Extended Working Life? Factors in
Working and Retirement Decisions"".
The overall objective of this thesis was to obtain knowledge about older workers’ work situation

in association with their planning and decision to retire from working life in Sweden.

The main conclusions from the work presented in this thesis showed that factors that influence
both whether older workers “can” and “want to”” continue working need to be suitable if more
people are to extend their working life. Economic incentives, health, family and attitude in the
surrounding society are the basic and decisive premises, which must be good in relation to

working life if people are to extend working life.

The research recommended that it is important to consider the basic premises for work,
hardware in work and software in work and provide a good fit to older workers’ micro level
inside working life and to promote extension of working life, policy programs need to be
devised and implemented in organizations, including a combination of the dimensions: health
promotion and prevention in work places; work environment and working arrangements. On
the other hand, a good active ageing policy needs to start early as a part of human resource
management in order to reduce demanding work situations in people’s early work career so

as to decrease health problems .
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2. Wells et al (2013):"* Retirement intentions: what is the role of push factors in predicting
retirement intentions?”

This study examines the retirement intentions of employees of a large public-sector organisation
located in Victoria, Australia that was interested in developing policies to assist with retention
of their mature-age workforce. Multivariate regression analyses were used to identify the most
important predictors of intention to retire. The dependent variable, Intended timing of retirement,
was analysed in two forms, as continuous and dichotomised measures. Age and Length of service
were strong independent predictors of Intention to retire soon (within five years). Of the work
factors that were analysed (Job satisfaction, Job demands, Job control, and Social cohesion), low
Job satisfaction and high Social cohesion scores indicated an increased likelihood of retiring
soon.

The results provide some insight into the development of organisational interventions that

might assist with retaining older employees for longer.

3. Jon Dean (2012): “An examination of the impact of early retirement incentive on school
district financial health”
The purpose of this study is to determine if the use of early retirement incentives ERI’s has

generally improved the financial condition of public school district in Michigan.

The findings of this research showed that no significant relationships exist between offering or
not offering an ERI on a school district’s financial health as measured by either fund equity
percentage or change in general fund expenditures. Explanatory variables, including offering
an ERI, did not statistically explain differences in fund equity percentage change. Offering an
ERI did not provide a significant impact on the percentage change of school district general

fund expenditures.

The most important recommendations were not to implement an ERI with the expectation that
it will positively affect the financial health of school district. In addition, if an improvement of
financial standing is desired, a focus on an increase in student enrollment is a reasoned approach
as opposed to provide an ERI and finally, If an ERI is provided employees, clearly quantify and
tabulate the results of the ERI for internal purposes as well as potential research beyond the

school district.

4. Nicholas (2012): “Adjustment towards Retirement”
The main objectives of this study is to assess how public sector workers in the Dormaa
Municipality adjust their lifestyles prior to retirement and to determine the effect of

employment tenure on adjustment to retirement.
37



The most important finding of this research showed that the study has established that those
who have more years to retire can prepare well to adjust towards retirement than those who
have few years to retire. It can therefore be concluded that those who start work early enough
in their life may be able to adjust well towards retirement than those who start work very late.
Secondly, the study established that most workers in Ghana are not satisfied with their
conditions of service. The reason being that their monthly incomes are very low, and most of
them do not enjoy any allowances. It is therefore concluded that conditions of service influence
negatively on Ghanaian workers’ adjustment towards retirement.

The most important recommendations can be summarized bay saying that greater sensitization
on adjustment towards retirement should be done very early in a worker’s working life in order
to allow adequate time to prepare to adjust better towards retirement. It is also recommended
that children are made to start school at the right school going age so that they can train and
enter employment early enough, in order that they can settle down to prepare to adjust well
towards retirement. Government should put in place a policy that would compel all
organizations and institutions to organize retirement seminars/workshops for their employees
who have between 15 and 10 years to retire.

5. Lubega (2012): “psychological preparation for retirement, perceived organizational
support, financial preparation for retirement, employee engagement and organizational
citizenship behavior Uganda revenue authority”

This study aims at establishing the relationship between psychological preparation for
retirement, perceived organizational support, and financial preparation for retirement, employee

engagement and organizational citizenship behavior.

The findings indicated that this study has established that the four study variables of psychological
preparation for retirement, perceived organizational support, financial preparation for retirement
and employee engagement can predict organizational citizenship behavior. The regression
analysis indicated that the four study variables could account for up to organizational citizenship
behavior. The study also confirmed that organizational resources expended on preparation of
retirement, care and welfare contribute to improving employee engagement and employees for

organizational citizenship behavior.

The study recommended that employers need to institute formal programs aimed at psychological
preparation for retirement. Psychological preparation for retirement erodes the impact of the

programs on sustaining an organizational climate that builds employee engagement and elicits
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positive retirement expectations. Formal programs will enable employers to easily establish the

contribution of variable of psychological preparation for retirement on job-related factors.

Finally, Employers need to show that they are prepared to earn their employees commitment
than simply presupposing that salary and other physical benefits are sufficient to elicit employee

commitment and engagement

6. Tordera et al (2010):" *The Influence of The Early Retirement Process on Satisfaction
with Early Retirement and Psychological Well-Being**

This study explores the influence of the early retirement process on adjustment to early
retirement, taking into account the roles of individual characteristics and social context in this
process. The researcher proposed a systematic model integrating perceived ability to continue
working, organizational pressures toward early retirement and group norms about early
retirement as antecedents of the early retirement process and subsequent satisfaction with early
retirement and psychological well-being. In addition, the researcher examined the moderating
role of the voluntariness of the early retirement transition in the proposed model. Our

hypotheses were tested using a sample of 213 early retirees.

The study found that while high organizational pressures were related to lower retirement age,
low perceived ability to continue working and group norms favorable to early retirement were
related to higher levels of early retirement intentions. Furthermore, group norms favorable to

early retirement.

7. Schneitz (2010): "An Age Management Challenge: a study on factors affecting senior
employees’ retirement decisions"’

The aim of this thesis is to study the concept of age management, and specifically, a problem
defined in age management publications concerning the loss of experienced workforce due to
retirements. The objective is to specify factors that affect senior employees’ retirement
decisions in the target organization, both from senior employees and from managers’

perspective.

The main findings were that health, monetary issues, ability to adapt to changes superiors, co-
workers, individual work plan, and the actual work influence senior employees’ retirement
decisions. The findings also showed that the senior employees did not receive the same career
and training opportunities as the younger employees, which suggested that age discrimination
existed in the target organization. Another finding was that the managers were not fully aware

the extent their behavior affected their senior employees, and that more attention should be
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paid to taking advantage of senior employees’ skills in order to motivate them to stay in

working life.

The study recommended that it is important to retain skilled workforce in working life at least
until the know-how of the senior employees have been transferred onwards. It would be
interesting to conduct a longitudinal study on how successfully organizations were able to
transfer the silent knowledge to the younger generation, while experiencing pressure to keep

senior employees in working life.

8. Monika (2009): “Intention of Early Retirement and Continuing To Work among
Middle-Aged and Older Employees™

The purpose of the study was to investigate personal, health, work and work-related
psychological factors as predictors and antecedent of employees early retirement and bridge
employment intentions.

The most important findings of the research showed that good perceived health, good work
ability and positive work-related psychological factors, such as the absence of negative
perceptions about work, reward satisfaction, and high job control and job satisfaction are
significantly associated with employees intentions to continue working instead of retiring early.
This study looks at gender- differences in the stability of predictors of early retirement
intentions.

Men seem to be more strongly affected by poor health in old age, whereas women seem to be
more affected by positive and negative psychological aspects of work from mid-life onwards.
In addition, there are age-related differences in reward preferences. Older employees prefer
financial rewards more than younger employees. Reward preferences and motivations can
partly be interpreted through motivation theories and the meaning of work for older
employees.

The study highlights the importance of organizational management practices in enabling older
individuals to continue working longer.

Understanding decisions in later-career in terms of timing, individuals’ choices and psycho-
physical entities can help us come to grips with challenges of the aging workforce in future

decades.

9. Foster (2008): ""Depression, Anxiety, and Attitudes towards Retirement as Predictors of
Willing for Workers Nearing Retirement™
The purpose of this study was twofold. First was to determine what relationships exist

between anxiety, depression, attitude toward retirement, and wellness for individuals

40



nearing retirement. Secondly, the researcher sought to determine the predictive value
anxiety, depression, and attitude toward retirement have on overall wellness for individuals
nearing retirement.

The most important results of this research indicated that depression, anxiety, attitude toward
retirement, and wellness were all significantly related. Results also showed that depression
was the largest predictor of wellness, with attitude toward retirement being the second largest
predictor. Overall, depression and attitude accounted for 38% of the variance of wellness
scores. Additionally, income level was found to be related to the predictor and criterion
variables; however, income only accounted for 1% of the variance. Results indicated that only
two subscales loaded perfectly on specific factors, whereas the remaining four subscales did

not load on any specific factor.

It is recommended counselors who are seeing clients nearing retirement assess them based on
each of these variables to better conceptualize their case. It is also recommended the counselor
take these variables into account when treating clients who are nearing retirement. For
example, a client who is nearing retirement may come in for counseling because he or she may

be feeling depressed or anxious about a number of issues related to this time of life.

10. Guido et al (2008):"" "Postponing Job Retirement?: Psychosocial influences on the
preference for early or late retirement "

The study seeks to investigate individual preference for early or late retirement. The aim is to
determine the impact that variables at personal, work and organizational, and retirement-

related levels exert on such preference.

The results show a significant preference for retiring on average three years before the
expected age. The preference for postponing retirement is related to chronological age and
perception of income adequacy, but also to work variables (work importance, firm policies
supporting aged employees) and attitudes to retirement. Practical implications - Political and
organizational strategies concerning old employees should take into account the widespread
preference for early retirement. It is, however, possible to encourage late retirement by
developing interventions aiming to meliorate working conditions, organizational perceptions
and retirement attitudes. Originality/value - The difference between preferred and expected
retirement age may be useful to identify employees preferring late retirement. It is also
suggested that certain psychosocial factors are related to such preference. This knowledge is

relevant for European policies encouraging employees to stay longer in the workforce.
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11. Christine (2004): “Benchmarked Framework Towards Strengthening the Early
Retirement Program for the Hotel Industry in the Philippines”

The study primarily aimed to provide a framework through benchmarking on existing early
retirement programs (ERPs) for the hotel industry in the Philippines. s. To answer the
objectives of this study, the researcher used a combination of descriptive and quantitative
research as research designs.

The most important findings of this research showed that there is lack of set of guidelines in
place for the implementation of the best practices of the MI-ERP. However, years of service is
the best criteria for eligibility in order to create a broad range of targeted employees. Emphasis
for further improvement involve: a) careful succession planning with a well-crafted succession
plan in place; b) career counseling to encourage low performers to accept and the high
performers to decline; c) swift processing of the retirement benefits; and d) capacity to offer
the MI-ERP all year round. Program offerings must not only involve monetary (lump sum
benefits, healthcare benefits, insurance) but also non-monetary benefits (send-off gatherings
and outplacement seminars.

This study actually recommended that a set of guidelines should be put in place for the
implementation of the best practices of the MI-ERP. The development and preparation of these
guidelines shall be under the direct responsibility of the Human Resource Department.
A succession plan should be put in place to identify high performing employees. Once high
performing employees are identified, promotion opportunities and career development
opportunities can be properly planned and be put in place for the benefit of the high performers

before they contemplate an early retirement.

12. MEIN et al (2003)" Pathways to Early Retirement: Structure and Agency in Decision-
Making among British Civil Servants™

The context of this paper is the changing nature of later life in the United Kingdom. It
examines some of the broader issues of early retirement. While there has been considerable
debate about the restructuring of employment during the latter part of the 20th century which
led to a shake-out of older workers from the labor force, less attention has been given to those
who take voluntary early retirement. Given the importance of early retirement to the economy
and to social policy, it is important to find out how individuals make retirement decisions.
The paper examines the results of a semi-structured interview study of the decisions made by
a purposively drawn sample of British civil servants who are participants in the Whitehall |1
study. The sample included participants who chose early retirement and those who did not.

From the interview data, ideal types of possible routes into retirement have been constructed.

42



Illustrating these ideal types, individual life histories are drawn upon to show how responses
to the issues surrounding retirement feature in people's lives. It is argued that decisions about
early retirement are not made in a vacuum, neither are they free from pressures or
inducements. Some are to do with organizational restructuring, some are about financial
offers, and some are influenced by the opportunities for leisure and self-fulfillment that early
retirement offers.

The most important findings showed that by arguing that early retirement needs to be studied

as a process involving the interplay between structure and agency.

13. Arber et al (1996):" Gender, Age and Attitudes to Retirement in Mid-Life".

British research on exit from the labour market has been mainly concerned with men, but US
research shows retirement for women is equally salient. Gender differences in attitudes to
employment and reasons for early exit are relevant to employment and pension policy. In this
paper, the researcher used data from the Social Change and Economic Life Initiative survey to
examine gender differences in attitudes to employment among over 2,500 British women and
men aged 40 to 59. A key concern was to discover whether the decline in mid-life women's
employment through their fifties could be explained by a change in attitudes with age, or was
more likely to be due to age-related barriers in the labour market.

The most important findings of this research showed that among mid-life people who were not
employed, financial considerations were the predominant influence on men's job-seeking
whereas for women psychosocial aspects of having a job were also important. Mid-life women
showed no decline in their motivation towards employment with age, indicating that women's
early exit cannot be explained by reduced desire for employment with age. However, there was
evidence of perceived age barriers to employment or promotion which were likely to have

affected behaviour and attitudes.

14. Ho Tat-kuen (1995): A Study of Retirement Preparation among The Elderly of Hong
Kong”
The main purpose of this research is to examine the patterns of how the elderly of Hong Kong
made preparation for retirement and its relationship with the quality of life of the retiree after
retirement.
The most important findings of the research showed that the elderly respondents did not
realize the importance of pre-retirement preparation. Over 60 % of them did not make any
plan or preparation concerning their physical health, psychological health, living

arrangement and financial well-being. Education level and level of income before retirement

43



may contribute to the situation. For those respondents who had made plans or preparation
for retirement, those who had planned for leisure activities before retirement would find their
life occupied and more meaningful. Also, those respondents who had learned health
knowledge before retirement are more likely to be healthier after retirement. Elders who had
made financial preparation before retirement will be less likely to encounter financial

problems after retirement.

The research recommended that the government and social service agencies should provide
more retirement preparation programs for people who are going to retire. This helps to ease
the elderly problems of the society. Allocating resources for prevention of elderly problem
Is better than executing remedial purposes. Also, the community education concerning on
this area should be strengthened. The elderly of Hong Kong should be conscious that
retirement preparation is important and beneficial to their later life. Moreover, the
government could encourage the enterprises to provide retirement programs for their staff
who are going to retire, or encourage these enterprises to cooperate with the social service
agencies to provide such programs. This may help the retiree to lead a better quality later
life.

15. Turner (1989): “Factors influencing attitude towards retirement and retirement
planning among midlife”

This research attempted to more clearly delineate the relationship between retirement planning
and attitude toward retirement among a sample of midlife employees of various socio-economic
groups .The study examined differentiating socio-demographic characteristics as related to four
different areas of retirement planning It further sought to ascertain which socio-demographic
characteristics differentiated between individuals with positive and negative attitudes toward

retirement.

The results of this study were similar. Only 10 percent of the sample reported negative
attitudes toward retirement whereas 53 percent reported that they looked forward to
retirement. Thirty-seven percent suggested that they were somewhat neutral about the idea of
retirement. Individuals with higher income would be more likely to be able to financially plan
for their retirement.

The most important recommendations of this research say that future multidisciplinary
projects of this type need to take great care to be sure the questionnaire is adequately prepared

to provide useful data across all the participating disciplines.
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In addition, attempts should be made to find or create an attitude scale with more than one
item. The scale should be pilot tested in an attempt to establish reliability and validity before
it is included in the larger questionnaire. Likewise, specific items should be very carefully
chosen to examine retirement planning behaviors across a variety of domains important to
retirement satisfaction. The planning items should also be selected on the basis of their

appropriateness for use with a midlife sample.

General Commentary on Reviewed Studies:

As shown in the previous studies, many studies talked about the current research even if they
are not in the same context, but close to the current research in an indirect way. In fact, Most
of the mentioned studies are foreign studies; there are only three local (Palestinian) studies
and three Arabic studies: one in Egypt and two in Saudi Arabia. On the other hand, this
research consists of two parts; the first one is an assessment of employee’s attitudes toward
early retirement and the second is testing the variable affecting employee attitudes toward

early retirement.

The previous studies discussed the subject with different aspects and titles such as tendency

to early retirement, intention to early retirement, adjustment towards retirement etc.
The studies tackled attitudes towards early retirement in various institutions such as schools,
companies, governments etc.

Based on the previous studies, this research constructs it hypotheses, and some of notes can be
highlighted:

1. This research has shown the importance of human resources management practices and
clarified the concept of attitudes in addition to the term of early retirement.
2. The current research has confirmed the importance of attitudes as a predictor for early
retirement decision.

3. This research agrees with many other previous studies that social security and financial
considerations should be taken into account when deciding for early retirement.
4. This research differs from other previous studies that it focuses on whether there is an impact
of HRM practices one employees’ attitudes towards early retirement while other studies focus on
the relationships between early retirement and other variable such as age, gender, marital status,
income, health, years of services etc.
5. This research concentrates on the term “attitudes” and its effect on early retirement whereas
many previous studies such as Samana (2008) ,Al Qahtany (2009),Nicholas (2012) ,Lubega (2012)

are interested in the terms “tendency, intentions, and preparation” to early retirement.
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6. Some studies such as Foster (2008) indicated that depression, anxiety, attitude toward retirement,

and wellness were all significantly related.

7. Some previous studies including Lubega (2012) have discussed and examined psychological and
financial preparation and early retirement while others such as Turner (1989) examined which socio-
demographic characteristics differentiated between individuals with positive and negative attitudes

toward retirement.

8. There is also study Arber et al (1996) focused on the differences between men and women in
their intentions to early retirement.

9. There is a study explored the influence of early retirement process on adjustment to early
retirement, taking into account the roles of individual characteristics and social context in this

process.

10. One study has shown that Job dissatisfaction is an important predictor that led persons to think

of early retirement.

11. Reviewing the previous in local, Arab and foreign studies helped accomplishing this research
in many ways. It made it easy for the researcher to identify the controversial and agreed-upon
aspects regarding early retirement. In addition, the previous studies simplified the process of
designing the questionnaire. In addition, the previous studies improved the coherence and
relevance of the research by making comparisons. Finally, previous studies provided the researcher

with a rich knowledge to implement the research and helped in putting the assigned hypothesis.

46



Chapter Four - Research Design and Methodology

e Section One - Methodology and Procedures

e Section Two - Testing Research Tool
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Introduction:

This chapter describes the methodology that was used in this research to investigate the impact of
human resources management practices on employees’ attitudes towards early retirement. It
illustrates the adopted methodology to accomplish this research, including information about
research design, research population, questionnaire design, statistical data analysis, content

validity and pilot study

Research Methodology:

The research follows the analytical descriptive methodology approach to describe the basic
features of the data. By using the descriptive research design, valuable data can be collected to
analyze and come out with new results and significant correlations. There are various methods
used in the descriptive method to collect data including direct observation, scales and

questionnaires. (Burns & Grove, 2005 p. 26).

Research Design and Procedures:
The followings are the steps the researcher followed in the research design and implementation:

1- This research started by preparing a proposal that included identifying and defining the
problem and establishing the study objectives and developing the research plan.

2- The second step of the research included a summary of the comprehensive literature review.

3- The third step of the research included a survey which was conducted with the employees of
Gaza Electricity Distribution Corporation. The survey was reviewed and evaluated.

4- The fourth step of the research focused on the modification of the questionnaire design,
through distributing the questionnaire to pilot study, The purpose of the pilot study was to
test and prove that the questionnaire questions are clear to be answered in a way that help to
achieve the target of the study.

5- The fifth step of the research focused on distributing questionnaire. This questionnaire was
used to collect the required data in order to achieve the research objective.

6- The sixth step of the research was data analysis and discussion. Statistical Package for the
Social Sciences (SPSS) was used to perform the required analysis.

7- The final step in this research includes the conclusions and recommendations that based on
the data analysis.
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Figure No (4): Flowchart of the methodology
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Source: conceptualized by the researcher, 2014

Sources of Data:
Data has been collected through different means which include:

1. Primary Data: A structured questionnaire has been developed for this research to collect
primary data to study and explore the impact of human resources management practices on
employees’ attitudes towards early retirement.

Research methodology depends on the analysis of data on the use of descriptive analysis,

which depends on the poll and use the main program (SPSS).

2. Secondary Data :To introduce the theoretical literature of the subject, the researcher has

depended on the following data resources:

a. Books and references about Human Resources Management and Retirement.

b. Journals, articles, published papers and referred previous studies in different
countries that have been conducted on the same subject.

c. The Internet sites and the available electronic versions.
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Research Location:
The research was conducted in Gaza Strip, Palestine, and targeted employees of Gaza Electricity

Distribution Corporation.

Research Period:
The literature review was completed on the end of May 2014. Questionnaire design, pilot study,
questionnaire distribution and data collection completed on the end of June 2014. The analysis

and results were completed on August 2014.

Research Population:
The research population consists of employees who have been working in Gaza Electricity
Distribution Corporation (GEDCO). The population included employees who are working for ten

years and above which equals 390 employees.

Research Sample:

A random sample was selected from the population which is 390 employees. According to the
statistical equation, a minimum of 194 questionnaires should be collected to be representative. A
number of 225 questionnaires were distributed, and 191 valid questionnaires were collected which

means that the response rate is 84.9%.

Data Measurement:

In order to be able to select the appropriate method of analysis, the level of measurement must be
understood. For each type of measurement, there is/are an appropriate method/s that can be applied
and not others. In this research, ordinal scales were used. Ordinal scale is a ranking or a rating data
that normally uses integers in ascending or descending order. The numbers assigned to the important
(1, 2, 3, 4, 5) do not indicate that the interval between scales are equal, nor do they indicate absolute

quantities, they are merely numerical labels. Based on Likert scale we have the following:

ltem Very Strong Strong Medium Agree | Little Agree Very Little
Agree Agree Agree
Scale 5 4 3 2 1

Test of Normality:

The One-Sample Kolmogorov-Smirnov Test procedure compares the observed cumulative
distribution function for a variable with a specified theoretical distribution, which may be normal,
uniform, Poisson, or exponential. The Kolmogorov-Smirnov Z is computed from the largest
difference (in absolute value) between the observed and theoretical cumulative distribution
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functions. This goodness-of-fit test tests whether the observations could reasonably have come from
the specified distribution. Many parametric tests require normally distributed variables. The one-
sample Kolmogorov-Smirnov test can be used to test that a variable of interest is normally
distributed (Henry, C. and Thode, Jr., 2002).

Table (4.1): Kolmogorov-Smirnov test

Field Kolr_no_gorov-Smirnov

Statistic P-value
Impact of Recruitment and Selection Practices in the Company 0.900 0.393
Impact of Training and Development Practices in the Company 0.621 0.835
Impact of Compensation and Benefits Practices in the Company 1.078 0.196
Impact of Promotion and Transfer Practices in the Company 0.970 0.304
Impact of Performance Appraisal System in the Company 0.935 0.347
All paragraphs of the questionnaire 1.028 0.241

Table (4.1) shows the results for Kolmogorov-Smirnov test of normality. From Table (4.1), the p-
value for each variable is greater than 0.05 level of significance, then the distributions for these
variables are normally distributed. Consequently, parametric tests will be used to perform the

statistical data analysis.

Statistical Analysis Tools :

The researcher would use data analysis both qualitative and quantitative data analysis methods. The
Data analysis will be made utilizing (SPSS 20). The researcher would utilize the following
statistical tools:

1- Kolmogorov-Smirnov test of normality.

2- Pearson correlation coefficient for Validity.

3- Cronbach's Alpha for Reliability Statistics.

4- Frequency and Descriptive analysis.

5- Parametric Tests (One-sample T test, Independent Samples T-test, Analysis of Variance).

a. T-test is used to determine if the mean of a paragraph is significantly different from a
hypothesized value 3 (Middle value of Likert scale). If the P-value (Sig.) is smaller than or
equal to the level of significance, a=0.05, then the mean of a paragraph is significantly
different from a hypothesized value 3. The sign of the Test value indicates whether the mean
is significantly greater or smaller than hypothesized value 3. On the other hand, if the P-
value (Sig.) is greater than the level of significance o =0.05, then the mean a paragraph is

insignificantly different from a hypothesized value 3.
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b. The Independent Samples T-test is used to examine if there is a statistical significant
difference between two means among the respondents toward the Impact of Human
Resources Management Practices on Employees attitudes towards Early Retirement due to
(Gender).

c. The One- Way Analysis of Variance (ANOVA) is used to examine if there is a statistical
significant difference between several means among the respondents toward the Impact of
Human Resources Management Practices on Employees attitudes towards Early Retirement
due to (sex, age, scientific qualification, job title, and years of services).

Questionnaire Design and Contents:

A survey questionnaire was designed to collect the research's primary data. The questionnaire
included close-ended questions to facilitate the data collection process. The design of questionnaire
affected the response rate and the reliability and validity of the data collected. Response rates,
validity and reliability are maximized by careful design of individual questions, clear layout of the

questionnaire form, clear explanation of the purpose of the questionnaire and pilot testing.

First copy of the questionnaire was designed in Arabic language (appendix B), and distributed to
the targeted sample and collected again for analysis. After that the researcher translated the
questionnaire to English (appendix A). The questionnaire was distributed with a covering letter
explaining the purpose of the research, the way of responding, the aim of the research and the
security of the information in order to gain high response rate. The statements were arranged in an
easy and logic way to be understood and responded correctly.

Questionnaire composed of two main parts to accomplish the aim of the research, as follows:
1. The first part includes the general information about the population and contains (5)
questions including gender, age, scientific qualification, job title, and years of services.

2. The second part includes five main fields as follows:

a. Field one: It concerns with the recruitment and selection practices include (10)
questions.

b. Field two: It concerns with the training and development practices, it includes (8)
questions.

c. Field three: It concerns with the compensation and benefits practices, it includes (8)
questions.

d. Field four: It concerns with the promotion and transfer practices, it includes (8)
guestions.

e. Field five: It concerns with the performance appraisal system, it includes (8) questions.
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The researcher utilized the following questionnaire procedures:
1- The questionnaire was designed by the researcher, and was reviewed and modified by the
research'’s supervisor.
2- The modified copy was given to a number of 10 referees.
3-The questionnaire was then modified based on the referee's comments.
4-Next, a pilot study sample of 30 questionnaires was distributed to help test the validity and
reliability of the questionnaire based on pilot sampling equation. Pre-testing the questionnaire
involves administering the questionnaire among a limited number of potential respondents.
This allows the researcher to determine whether the respondents have any difficulty in
understanding the questionnaire and if there are any ambiguous or biased statements (Lamblin,

2007, p. 5).
5. Based on the pilot phase findings, it was concluded that the questionnaire is ready to be

distributed as a final copy.
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Section Two: Testing Research Tool

e Introduction

¢ Validity of Questionnaire

¢ Reliability of Research
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Introduction:

This section focuses on the examination of validity and reliability of the tool in terms of the sincerity
of the questionnaire by referees' comments on the pre-pilot form and the results of internal consistency
of the structural identification. Then, the stability of the questionnaire includes the coefficient

Cronbach's coefficient alpha and split half method to come out with the final form of the questionnaire.

Validity of Questionnaire:

Validity refers to the degree to which an instrument measures what it is supposed to be measuring.
Validity has a number of different aspects and assessment approaches. Statistical validity is used to
evaluate instrument validity, which include internal validity and structure validity (Pilot and Hungler,
1985).

1-Content Validity:

Validity refers to the degree to which an instrument measures what it is supposed to be measuring

(Pilot and Hungler,1985). Validity has a number of different aspects and assessment approaches.

To insure the validity of the questionnaire, two statistical tests should be applied. The first test is
Criterion-related validity test (Pearson test) which measure the correlation coefficient between each
paragraph in one field and the whole field. The second test is structure validity test (Pearson test) that
used to test the validity of the questionnaire structure by testing the validity of each field and the
validity of the whole questionnaire. It measures the correlation coefficient between one field and all

the fields of the questionnaire that have the same level of similar scale.

2-Internal Validity:

Internal validity of the questionnaire is the first statistical test that used to test the validity of the
questionnaire. It is measured by a scouting sample, which consisted of 30 questionnaires through
measuring the correlation coefficients between each paragraph in one field and the whole field.

1: Table (4.2): Correlation coefficient of each paragraph of “Recruitment and Selection

Practices in the Company” and the total of this field
Pearson P-Value
No. Paragraph Correlation (Sig.)

Coefficient

I think of early retirement because the nature of my work in the company is

L not suitable with my qualifications. 633 0.000

The difference between tasks and nature of my career which has been chosen
2. . . 579 0.000*
for me leads me to think of early retirement

I wait for early retirement because my current place in the company does not
give me the status that | deserve in the community

Hiring me for a lower level than the level which | deserve push me to think

4. . 721 0.000*
of early retirement

472 0.005*
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lack of justice, honesty and truthfulness when making recruitment process .
> leads me to move toward early retirement 863 0.000

The selection process for employees is not based on the principle of merit .
6. and efficiency, this drives me to think of early retirement 836 0.000
; The recruitment process in the company is based on personal relationships 883 0.000"

' and favoritism and this push me towards early retirement ' :

It is hardly for those who are responsible for selection and hiring to be
8. committed with laws, legislations, and selection criteria. so | think of early .840 0.000*

retirement

Staff selection process in the company is far from transparency, openness .
% and clarity .This leads me to move toward early retirement. 832 0.000

Staff selection process in the company through internal sources is extremely .
10. based on ambiguity and this motivates me to move toward early retirement 795 0.000

* Correlation is significant at the 0.05 level

Table (4.2) clarifies the correlation coefficient for each paragraph of the “Recruitment and Selection
Practices in the Company” and the total of the field. The p-values (Sig.) are less than 0.05, so the
correlation coefficients of this field are significant at o = 0.05, so it can be said that the paragraphs
of this field are consistent and valid to measure what it was set for.

2: Table (4.3) Correlation coefficient of each paragraph of “Training and Development
Practices in the Company” and the total of this field

Pearson P-Value
No. Paragraph Correlation (Sig.)
Coefficient
1. Plans and training programs in the company are weak. .817 0.000*
2. I think of early retirement because | have not got any training course in the 878 0.000*

field of my work since the beginning of hiring.

3. My attitude increases towards early retirement because | have been suffering
from lack of interest by the administration concerning training and .954 0.000*
development

4, My skills in the work neither renewed nor evolve and this motivates me to

move toward early retirement 793 0.000"
5. My attitude increases towards early retirement because the company does not .
identify training needs in advance. 939 0.000
6. I think of early retirement because the company does not believe that training .
and development of workers is important. 918 0.000
7. I did not participate at least once a year in training programs outside Gaza .
Strip for the development of evolutionary career so | think of early retirement 868 0.000
8. The company discriminate among employees concerning training , this push 891 0.000*

me to think of early retirement
* Correlation is significant at the 0.05 level

Table (4.3) clarifies the correlation coefficient for each paragraph of the “Training and
Development Practices in the Company” and the total of the field. The p-values (Sig.) are less than
0.05, so the correlation coefficients of this field are significant at a = 0.05, so it can be said that the

paragraphs of this field are consistent and valid to measure what it was set for.

57



3: Table (4.4): Correlation coefficient of each paragraph of “Compensation and Benefits

Practices in the Company” and the total of this field

Pearson P-Value
No. Paragraph Correlation (Sig.)
Coefficient
1. Lack of financial incentives push me to think of early retirement. .936 0.000*
Compensation package offered by the company are not commensurate with the
2. relative importance of the work that | do and do not give me my full rights as .900 0.000*
an employee, which leads me to think of early retirement.
I find that my salary does not provide me and my family with the social security .
3 for a long-term .So | think of early retirement. 941 0.000
4, My income is not suitable for what | give of effort so I think of early retirement. .852 0.000*
I find that the salary that | get and its accessories could not meet my basic
5. . . .955 0.000*
needs so | think of early retirement
Compensation system related to over time is not applied fairly so, | think of .
6. early retirement. 906 0.000
- Savings system applied in the company as well as the end of service reward is 897 0.000*
' not acceptable for me, and this increases my attitude towards early retirement ' ’
Social allowances for the wife and children is unacceptable and this motivates
8. . .849 0.000*
me to move toward early retirement

* Correlation is significant at the 0.05 level

Table (4.4) clarifies the correlation coefficient for each paragraph of the “Compensation and

Benefits Practices in the Company ” and the total of the field. The p-values (Sig.) are less than 0.05,

so the correlation coefficients of this field are significant at o = 0.05, so it can be said that the

paragraphs of this field are consistent and valid to measure what it was set for.

4: Table (4.5): Correlation coefficient of each paragraph of “Promotion and Transfer

Practices in the Company” and the total of this field

Pearson P-Value
No. Paragraph Correlation (Sig.)
Coefficient
I think of early retirement as a result of lack of response from the company's
1. management to allow me to move to a work environment commensurate with my .842 0.000*
qualifications and scientific
Way in which the granting of promotions are not subject to specific clear criteria
2. . .927 0.000*
and leads me to the trend towards early retirement
3 I have been waiting for the first day of early retirement because | feel that my 911 0.000*
' energies have been exhausted without obtaining the appropriate promotions ' '
4, Promotion at work is far from efficient and this leads me towards early retirement .858 0.000*
5. Lack of promotion push me to think of early retirement. .928 0.000*
Insistence of the administration not to transfer me to a suitable job causes me to
6. . . .790 0.000*
think of early retirement
Most of job promotions are not granted on the basis of merit and perseverance at
7. . . .804 0.000*
work and this leads me towards early retirement
I think that promotion system (career grades) is based on favoritism and nepotism
8. oo . .850 0.000*
and it drives me to towards early retirement

* Correlation is significant at the 0.05 level

Table (4.5) clarifies the correlation coefficient for each paragraph of the “Promotion and Transfer

Practices in the Company ” and the total of the field. The p-values (Sig.) are less than 0.05, so the
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correlation coefficients of this field are significant at a = 0.05, so it can be said that the paragraphs

of this field are consistent and valid to measure what it was set for.

5: Table (4.6): Correlation coefficient of each paragraph of “Performance Appraisal System in
the Company” and the total of this field

Pearson P-Value

No. Paragraph Correlation (Sig.)
Coefficient

1. Performance appraisal system which applied in the company is non-professional .900 0.000*
Performance appraisal criteria used in the company is not clear and this increases

2. . . .921 0.000*
my attitude towards early retirement

3 I want to retire early because the company did not inform me the results of the 852 0.000*

' performance appraisal since the employment. ' '

Performance appraisal process used in the company in unfair and this leads me to

4, .946 0.000*

think of early retirement

because the senior management does not link between granting promotions and
5. . . . 911 0.000*
the results of performance appraisal of the employee, so | think early retirement
Not motivating workers through positive findings leads me to think of early
retirement

I think of early retirement because the performance appraisal system applied in
7. . e - 910 0.000*
the company does not take into account the specific job description.

8 | prefer early retirement because the performance appraisal system applied in the 937 0.000*
' company does not help, mainly to understand the problems. ’ '
* Correlation is significant at the 0.05 level

Table (4.6) clarifies the correlation coefficient for each paragraph of the “Performance Appraisal

.949 0.000*

System in the Company” and the total of the field. The p-values (Sig.) are less than 0.05, so the
correlation coefficients of this field are significant at a = 0.05, so it can be said that the paragraphs
of this field are consistent and valid to measure what it was set for.

3-Structure Validity of the Questionnaire:

Structure validity is the second statistical test that used to test the validity of the questionnaire
structure by testing the validity of each field and the validity of the whole questionnaire. It measures
the correlation coefficient between one field and all the fields of the questionnaire that have the

same level of liker scale.

Table (4.7): Correlation coefficient of each field and the whole of questionnaire

No. Field Pearson Correlation | P-Value
Coefficient (Sig.)
1. Impact of Recruitment and Selection Practices in the Company .863 0.000*
2. Impact of Training and Development Practices in the Company .882 0.000*
3. Impact of Compensation and Benefits Practices in the Company .916 0.000*
4, Impact of Promotion and Transfer Practices in the Company .919 0.000*
5. Impact of Performance Appraisal System in the Company .910 0.000*

* Correlation is significant at the 0.05 level
Table (4.6) clarifies the correlation coefficient for each field and the whole questionnaire. The p-

values (Sig.) are less than 0.05, so the correlation coefficients of all the fields are significant at o =
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0.05, so it can be said that the fields are valid to measure what it was set for to achieve the main

aim of the study.

Reliability of the Research (Cronbach’s Coefficient Alpha):

The reliability of an instrument is the degree of consistency which measures the attribute; it is
supposed to be measuring. The less variation an instrument produces in repeated measurements of
an attribute, the higher its reliability. Reliability can be equated with the stability, consistency, or
dependability of a measuring tool. The test is repeated to the same sample of people on two
occasions and then compares the scores obtained by computing a reliability coefficient. To insure

the reliability of the questionnaire, Cronbach’s Coefficient Alpha should be applied.

This method is used to measure the reliability of the questionnaire between each field and the mean
of the whole fields of the questionnaire. The normal range of Cronbach’s coefficient alpha value
between 0.0 and + 1.0, and the higher values reflects a higher degree of internal consistency. The

Cronbach’s coefficient alpha was calculated for each field of the questionnaire.

Table (4.8): Cronbach's Alpha for each field of the questionnaire

No Field Cronbach’s Alpha
1. Impact of Recruitment and Selection Practices in the Company 0.908
2. Impact of Training and Development Practices in the Company 0.959
3. Impact of Compensation and Benefits Practices in the Company 0.970
4. Impact of Promotion and Transfer Practices in the Company 0.947
5. Impact of Performance Appraisal System in the Company 0.973
All paragraphs of the questionnaire 0.984

Table (4.8) shows the values of Cronbach's Alpha for each field of the questionnaire and the entire
questionnaire. For the fields, values of Cronbach's Alpha were in the range from 0.908 and 0.973.
This range is considered high; the result ensures the reliability of each field of the questionnaire.
Cronbach's Alpha equals 0.984 for the entire questionnaire which indicates an excellent reliability
of the entire questionnaire. The Thereby, it can be said that the researcher proved that the
questionnaire was valid, reliable, and ready for distribution for the population sample.

60



Chapter Five - Data Analysis and Hypotheses Testing
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Descriptive Analysis of the Sample Statistics

Data Analysis and Research Hypotheses

Hypotheses Testing
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Introduction:

The aim of this chapter is to analyze the data that was collected through the questionnaire in order to
investigate the impact of human resources management practices on employees’ attitudes towards
early retirement in GEDCO. This chapter includes three main sections. The first one is about the
descriptive analysis (the organizational and personal characteristics) which will be presented and
discussed. The second is about Data analysis (Means and Test values for each field). The third section
will handle the hypotheses testing. The findings that respond to these questions and objectives will be

discussed and compared to other findings in previous studies.

Descriptive Analysis of the Sample Statistics

1-Gender
Table (5.1): Gender
Gender Frequency Percent
Male 163 85.3
Female 28 14.7
Total 191 100.0

It can be said that the reason behind this high percentage of male staff in GEDCo is that most jobs
in GEDCo require technical works that must be carried out only by males. In other words, the

abilities of men in carrying out different types of outdoor works through electricity sector are higher

than females, abilities.

2- Age
Table (5.2): Age

Age Frequency Percent
less than 35 34 17.8
35-<45 81 42.4
45 -<55 57 29.8
55 and more 19 9.9

Total 191 100.0

It is clear obvious here that more than 60 % of respondent are less than 45 years, this means that
most of employees in GEDCo are youth who must be more effective, more lively, technologically
educated, multi-skilled and less resistant to change. On the other hand, less than 40% of respondent
are more than 45 years, this indicates the continual process of recruitment and hiring new

employees.
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3- Qualifications

Table (5.3): Qualification

Qualification Frequency Percent

less than secondary school 10 5.2
General Secondary School Certificate 33 17.3
Technical Diploma 50 26.2
Diploma 23 12.0
Bachelor 64 33.5
Master 11 5.8

Total 191 100.0

It is clear that 22.5 % of respondents have degrees of general secondary school certificate and less
and 77.5 % have degrees of technical diploma, diploma, bachelor, master. This can be explained
due to the post requirements of qualification, as some posts require a general secondary school
certificate, other higher posts require technical diploma ,bachelor . While top management posts
require master degrees. In addition, this result improves the sincerity of data since most employees
are educated, qualified, and they were extremely aware of the statements in the questionnaire and

able to give significance responses.

4- Job Title
Table (5.4): Job Title
Job Title Frequency Percent

Manager 18 9.4
vice manager 4 2.1
Section Head 55 28.8
Branch Head 55 28.8
Technician 18 9.4
Administrative Position 31 16.2
Vocational Position 10 5.2

Total 191 100.0

It can be shown that 69.1% of the respondents have supervisory positions (9.4% are managers, 2.1%
are vice-managers, 28.8% are sections’ heads, and 28.8% are branches’ heads).

This can be explained that most of the respondents who worked for ten years and more in Gaza
Electricity Distribution Corporation (GEDCO) have become supervisors this may be due to their

years of services, qualifications, and experiences.
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5- Years of Services

Table (5.5): Years of Experience

Years of Services Frequency Percent
10-<15 80 41.9
15-<20 70 36.6
20 and more 41 21.5

Total 191 100.0

Table 5.5 shows that 78.5% of respondents have spent less than 20 years of services and 21.5%
of them have spent 20 years and more but as also shown that most of respondents (41.9%) have
spent "from 10 - < 15" in the organization. So, it can be noticed that the majority of the respondents
have at least 10 years of services, which indicates that they possess enough experience required to
perform their duties and responsibilities at the organization and they can give gives more validity
,add more accuracy to the questionnaire results, and more understanding to the HRM practices in

GEDCo.

Data Analysis and Research Hypotheses:

T-test is used to determine if the mean of a paragraph is significantly different from a hypothesized
value 3 (Middle value of Likert scale). If the P-value (Sig.) is smaller than or equal to the level of
significance, o = 0.05, then the mean of a paragraph is significantly different from a hypothesized
value 3. The sign of the Test value indicates whether the mean is significantly greater or smaller
than hypothesized value 3. On the other hand, if the P-value (Sig.) is greater than the level of
significance o = 0.05, then the mean of a paragraph is insignificantly different from a hypothesized

value 3.

1. Thereis no significant effect at level 0.05 of HRM practices (recruitment and selection) on

(employees' attitudes towards early retirement).

Table (5.6): Means and Test values for “Recruitment and Selection Practices in the Company”

=
8 ~~
(S ® f=)
= < c—:; S
No Item 3 s X > @ =
= £ = % = o
= ~ 7
o a
a
I think of early retirement because the nature of my work in the
1. . - - e 1.98 | 39.58 | -11.71 | 0.000* | 10
company is not suitable with my qualifications.
The difference between tasks and nature of my career which
2. . . 223 | 4453 | -7.94 | 0.000* | 9
has been chosen for me leads me to think of early retirement
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I wait for early retirement because my current place in the
3. company does not give me the status that | deserve in the | 2.41 | 48.11 | -5.61 0.000* | 8
community

Hiring me for a lower level than the level which | deserve push

me to think of early retirement 256 | 51.26 | -4.25 | 0.000 7

lack of justice, honesty and truthfulness when making

. . 3.01 | 60.21 | 0.10 0.460 4
recruitment process leads me to move toward early retirement

The selection process for employees is not based on the
6. principle of merit and efficiency, this drives me to think of | 3.17 | 63.40 | 1.61 0.054 2
early retirement

The recruitment process in the company is based on personal
7. relationships and favoritism and this push me towards early | 3.18 | 63.49 | 1.65 0.049* 1
retirement

It is hardly for those who are responsible for selection and
8. hiring to be committed with laws, legislations, and selection | 2.88 | 57.58 | -1.18 0.119 6
criteria. so | think of early retirement

Staff selection process in the company is far from
0. transparency, openness and clarity .This leads me to move | 3.05 | 60.94 | 0.45 0.328 3
toward early retirement.

Staff selection process in the company through internal sources
10. | isextremely based on ambiguity and this motivates metomove | 3.00 | 60.00 | 0.00 0.500 5
toward early retirement

All paragraphs of the field 2.74 | 54.86 | -3.29 | 0.001*

* The mean is significantly different from 3

Table 5.6 shows the following results:

* The mean of paragraph 7 “The recruitment process in the company is based on personal
relationships and favoritism and this push me towards early retirement” equals 3.18 (63.49%), Test-
value = 1.61, and P-value = 0.049 which is smaller than the level of significance oo = 0.05. The sign
of the test is positive, so the mean of this paragraph is significantly greater than the hypothesized

value 3. It can be concluded that the respondents agree to this paragraph.

It is also shown that the mean of paragraph 6 “The selection process for employees is not based on
the principle of merit and efficiency, this drives me to think of early retirement” equals 3.17
(63.40%), Test-value = 1.65, and P-value = 0.054 which is smaller than the level of significance
a.=0.05. The sign of the test is positive, so the mean of this paragraph is significantly greater than

the hypothesized value 3. It can be concluded that the respondents agree to this paragraph.

. The mean of paragraph 1 “I think of early retirement because the nature of my work in the
company is not suitable with my qualifications” equals 1.98 (39.58%), Test-value =-11.71, and P-
value = 0.000 which is smaller than the level of significance o =0.05. The sign of the test is
negative, so the mean of this paragraph is significantly smaller than the hypothesized value 3. It can

be concluded that the respondents disagree to this paragraph.
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The mean of paragraph 2 “The difference between tasks and nature of my career which has been

chosen for me leads me to think of early retirement ” equals 2.23 (44.53%), Test-value =-7.94, and

P-value = 0.000 which is smaller than the level of significance o =0.05. The sign of the test is

negative, so the mean of this paragraph is significantly smaller than the hypothesized value 3. It can

be

concluded that the respondents disagree to this paragraph.

The mean of the field “Impact of Recruitment and Selection Practices in the Company”
equals 2.74 (54.86%), Test-value = -3.29, and P-value=0.001 which is smaller than the level of
significance o =0.05. The sign of the test is negative, so the mean of this field is significantly
smaller than the hypothesized value 3. It can be concluded that the respondents disagree to field
of “Impact of Recruitment and Selection Practices in the Company ". Accordingly, it can be
concluded that there is no significant effect of recruitment and selection practice on employee’s

attitudes towards early retirement in GEDCo.

Commentary

a)

b)

c)

It is clear that most employees have responded that the recruitment process in GEDCO is based
on personal relationships and favoritism.This indicated that the firm does not follow an
acceptable and reasonable criteria for recruitment and selection processes which may create a
disappointment and dissatisfaction feeling for employees and motivate them to think of early
retirement and this will actually reduce employees commitment to the organization. This
research goes with Schneitz (2010), who revealed that selection process should focus on

recruiting people who have the necessary skills, competencies and know-how.

In paragraph 1 “I think of early retirement because the nature of my work in the company is not
suitable with my qualifications” and paragraph 2“The difference between tasks and nature of
my career which has been chosen for me leads me to think of early retirement. It can be
concluded that the respondents disagree to these paragraphs. Employees stated here that there
is no strong effect of the work nature and employees qualification. In other words, more than
half of employees are not interested in what type of work they have but it is important is to have
good salaries for their works. As a result, they do not think of early retirement for such reasons.
This research disagree with El-Hamidi (2010), who revealed that the level of education

influences the decision to retire at a certain age

As a whole result, it is obviously clear that concerning the field of “Impact of Recruitment and
Selection Practices in the company” most employees have not attitudes toward early

retirement.
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2. There is no significant effect at level 0.05 of HRM practices (training and development) on

(employees' attitudes towards early retirement).

Table (5.7): Means and Test values for “Training and Development Practices in the

Company”
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1. Plans and training programs in the company are weak. 3.82 | 76.44 | 8.67 | 0.000* | 1

I think of early retirement because | have not got any training

course in the field of my work since the beginning of hiring. 2:50 | 50.00 | -4.50 | 0.000% | 8

My attitude increases towards early retirement because | have
3. been suffering from lack of interest by the administration | 2.75 | 55.05 | -2.25 | 0.013* | 5
concerning training and development

My skills in the work neither renewed nor evolve and this

4 motivates me to move toward early retirement 269 | 53.76 | -2.89 | 0.002 7

My attitude increases towards early retirement because the

company does not identify training needs in advance. 289 | 57.80 | -1.06 | 0.146 | 4

| think of early retirement because the company does not

believe that training and development of workers is important. 294 | 5884 | 053 | 0297 | 3

I did not participate at least once a year in training programs
7. outside Gaza Strip for the development of evolutionary career | 2.73 | 54.63 | -2.27 | 0.012* | 6
so | think of early retirement

8. The company discriminate among employees concerning
L . . ) 324 | 6484 | 214 | 0.017* | 2
training , this push me to think of early retirement
All paragraphs of the field 295 | 58.98 | -0.59 | 0.279

Table 5.7 shows the following results:

* The mean of paragraph 1 “Plans and training programs in the company are weak” equals
3.82 (76.44%), Test-value = 8.67 and P-value = 0.000 which is smaller than the level of significance
a.=0.05. The sign of the test is positive, so the mean of this paragraph is significantly greater than

the hypothesized value 3. It can be concluded that the respondents agree to this paragraph.

. The mean of paragraph 8 “The company discriminate among employees concerning training
, this push me to think of early retirement” equals 3.24 (64.84%), Test-value = 2.14 and P-value =
0.017 which is smaller than the level of significance o =0.05. The sign of the test is positive, so
the mean of this paragraph is significantly greater than the hypothesized value 3. It can be concluded

that the respondents agree to this paragraph.

* The mean of paragraph 2 “I think of early retirement because | have not got any training

course in the field of my work since the beginning of hiring” equals 2.50 (50.00%), Test-value = -
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4.50, and P-value = 0.000 which is smaller than the level of significance o =0.05. The sign of the

test is negative, so the mean of this paragraph is significantly smaller than the hypothesized value

3.

It can be concluded that the respondents disagree to this paragraph.

The mean of paragraph 4 “My skills in the work neither renewed nor evolve and this motivates me

to move toward early retirement” equals 2.69 (53.76%), Test-value = -2.89, and P-value = 0.002

which is smaller than the level of significance oo = 0.05. The sign of the test is negative, so the mean

of this paragraph is significantly smaller than the hypothesized value 3. It can be concluded that the

respondents disagree to this paragraph.

The mean of the field “Impact of Training and Development Practices in the Company”
equals 2.95 (58.98%), Test-value = -0.59, and P-value= 0.279 which is greater than the level of
significance oo =0.05. The mean of this field is insignificantly different from the hypothesized
value 3. It can be concluded that the respondents medium agree to field of “Impact of Training
and Development Practices in the Company ". Accordingly, there is moderate significant effect
of training and development practice on employees’ attitudes towards early retirement in

GEDCo.

Commentary

a)

b)

In paragraph 1 “Plans and training programs in the company are weak” high percentage of
employees with 76.44% agreed that Plans and training programs in the company are weak. This
result ensures that employees have been suffering from lack of training and development
programs during their works. This result also can be justified by saying that GEDCO does not
have enough capital for making training courses and development programs for employees and
this created a feeling of disappointment which may move their attitudes towards early retirement
that will certainly reduce their commitment to the organization. This research goes with Schneitz
(2010), who revealed that some employees did not receive training opportunities in the
organization. This research also goes with EI-Hamidi (2010), who revealed that workers did not

have sufficient training or counseling services.

The mean of paragraph 2 “I think of early retirement because | have not got any training course
in the field of my work since the beginning of hiring” equals 2.50 (50.00%), Test-value = -4.50,
and P-value = 0.000 which is smaller than the level of significance oo =0.05. The sign of the test
IS negative, so the mean of this paragraph is significantly smaller than the hypothesized value 3.
It can be concluded that the respondents disagree to this paragraph. Employees stated here that
they do not think of early retirement because of not getting any training course in the field of

work since hiring .
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c) As a whole result, concerning the field “Impact of Training and Development Practices in the
Company” employees stated that they are neutral about this field and the effect of training and

development practices on employees attitudes towards early retirement is about to be medium .

3- There is no significant effect at level 0.05 of HRM practices (compensation and benefits)

on (employees’ attitudes towards early retire.

Table (5.8): Means and Test values for “Compensation and Benefits Practices in the

Company”
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1. Lack of financial incentives push me to think of early retirement. | 3.41 | 68.26 | 3.73 | 0.000* | 5

Compensation package offered by the company are not
commensurate with the relative importance of the work that | do

2 and do not give me my full rights as an employee, which leads 363 | 72.67 | 6.27 | 0.000 1
me to think of early retirement.
I find that my salary does not provide me and my family with the

3. 3.52 | 70.32 | 4.68 | 0.000* | 3

social security for a long-term .So | think of early retirement.

4 My income is not suitable for what I give of effort so I think of 355 | 70.95 | 5.07 | 0.000* | 2
' early retirement. ' ' ' ’
I find that the salary that | get and its accessories could not meet
my basic needs so | think of early retirement

Compensation system related to over time is not applied fairly so,
I think of early retirement.

Savings system applied in the company as well as the end of
7. service reward is not acceptable for me, and this increases my | 3.20 | 64.08 | 1.78 | 0.038* | 7
attitude towards early retirement

Social allowances for the wife and children is unacceptable and

8. this motivates me to move toward early retirement 29515905 -0.40 | 0.346 | 8

All paragraphs of the field 3.37 | 67.44 | 411 | 0.000*
* The mean is significantly different from 3

3.46 | 69.21 | 4.22 | 0.000* | 4

3.27 | 65.34 | 2.36 | 0.010* | 6

Table 5.8 shows the following results:

* The mean of paragraph 2 “Compensation package offered by the company are not
commensurate with the relative importance of the work that I do and do not give me my full rights
as an employee, which leads me to think of early retirement” equals 3.63 (72.67%), Test-value =
6.27, and P-value = 0.000 which is smaller than the level of significance o. =0.05. The sign of the
test is positive, so the mean of this paragraph is significantly greater than the hypothesized value 3.

It can be concluded that the respondents agree to this paragraph.
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» The mean of paragraph 4 “My income is not suitable for what | give of effort so I think of
early retirement.” equals 3.55 (70.95%), Test-value = 5.07, and P-value = 0.000 which is smaller
than the level of significance oo = 0.05. The sign of the test is positive, so the mean of this paragraph
is significantly greater than the hypothesized value 3. It can be concluded that the respondents agree

to this paragraph.

* The mean of paragraph 8 “Social allowances for the wife and children is unacceptable and
this motivates me to move toward early retirement” equals 2.95 (59.05%), Test-value = -0.40,
and P-value = 0.346 which is greater than the level of significance. Then the mean of this
paragraph is insignificantly different from the hypothesized value 3. It can be concluded that the

respondents medium agree to this paragraph.

» The mean of the field “Impact of Compensation and Benefits Practices in the Company”
equals 3.37 (67.44%), Test-value = 4.11, and P-value=0.000 which is smaller than the level of
significance o =0.05. The sign of the test is positive, so the mean of this field is significantly
greater than the hypothesized value 3. It can be concluded that the respondents agreed to field of
“Compensation and Benefits Practices in the Company ".Accordingly, it can be concluded that
there exists significant effect of compensation and benefit practice on employee’s attitudes

towards early retirement in GEDCo.

Commentary
a) In paragraph 2 “Compensation package offered by the company are not commensurate with the
relative importance of the work that | do and does not give me my full rights as an employee,
which leads me to think of early retirement” It seems that most employees extremely agree that
compensation system in the organization is not suitable for their efforts and the firm should
improve the financial and reward system to meet the employees satisfaction. This research goes
with Nicholas (2012), who revealed that most workers in Ghana are not satisfied with their
monthly incomes as they are very low, and most of them do not enjoy any allowances for their
continues efforts. In addition, employees also stated that financial rewards does not provide them
with their rights as employees, this feeling actually created a case of frustration and certainly

make most employees to think of early retirement.

b) It is clear that most employees have responded that their salaries do not meet their basic needs
for life; as a result, they feel dissatisfied about their incomes that are not enough to help them
live in an acceptable standard of living. On the other hand, a large number of employees
expressed that despite their great and continuous efforts, they do not get reasonable rewards or

incentives .So, they feel that they are deprived from the compensation that suits their actual
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efforts. This research goes with Al Ghamidy (2000), who emphasized that more attention should

be paid to support the financial status for employees to maximize their productivities.

c) This research disagree with Samanah (2008), who revealed that there is no statistical differences
at the level of function of (a = 0.05) in attitudes of governmental secondary schools teachers

towards early retirement in the North of West Bank — Palestine due to financial dimension .

d) The general results concerning this field show that employees in the GEDCO have attitudes
towards early retirement with a percentage of 67.44%. This actually reflects that large number
of employees are not satisfied about the compensation and benefits practices applied by the

organization.

4- There is no significant effect at level 0.05 of HRM practices (promotion and transfer) on

(employees' attitudes towards early retirement).

Table (5.9): Means and Test values for “Promotion and Transfer Practices in the Company”

NO Item

Mean
Proportional mean
(%)

Test value
P-value (Sig.)
Rank

I think of early retirement as a result of lack of response from
1. the company's management to allow me to move to a work | 2.75 | 55.00 | -2.34 | 0.010* | 8
environment commensurate with my qualifications

Way in which the granting of promotions are not subject to
2. specific clear criteria and leads me to the trend towards early | 3.61 | 72.30 | 5.96 | 0.000* 3
retirement

I have been waiting for the first day of early retirement because
3. | feel that my energies have been exhausted without obtaining | 3.38 | 67.53 | 3.42 | 0.000* | 6
the appropriate promotions

Promotion at work is far from efficiency and this leads me

4, . 3.48 | 69.63 | 4.45 | 0.000* | 4
towards early retirement

5. Lack of promotion push me to think of early retirement. 3.46 | 69.29 | 4.27 | 0.000* | 5
Insistence of the administration not to transfer me to a suitable

6. 2.99 | 59.79 | -0.10 | 0.461 7

job causes me to think of early retirement

Most of job promotions are not granted on the basis of merit
7. and perseverance at work and this leads me towards early | 3.65 | 72.95 | 6.19 | 0.000* | 2
retirement

I think that promotion system (career grades) is based on
8. favoritism and nepotism and it drives me to towards early | 3.68 | 73.54 | 6.66 | 0.000* | 1
retirement
All paragraphs of the field 3.37 | 67.48 | 4.26 | 0.000*
* The mean is significantly different from 3
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Table 5.9 shows the following results:

* The mean of paragraph 8 “I think that promotion system (career grades) is based on
favoritism and nepotism and it drives me to towards early retirement” equals 3.68 (73.54%), Test-
value = 6.66, and P-value = 0.000 which is smaller than the level of significance oo = 0.05. The sign
of the test is positive, so the mean of this paragraph is significantly greater than the hypothesized

value 3. It can be concluded that the respondents agree to this paragraph.

» The mean of paragraph 7 “Most of job promotions are not granted on the basis of merit and
perseverance at work and this leads me towards early retirement” equals 3.65 (72.95%), Test-value
= 6.19, and P-value = 0.000 which is smaller than the level of significance oo =0.05. The sign of
the test is positive, so the mean of this paragraph is significantly greater than the hypothesized value
3. It can be concluded that the respondents agree to this paragraph.

. The mean of paragraph 1 ““I think of early retirement as a result of lack of response from the
company's management to allow me to move to a work environment commensurate with my
qualifications” equals 2.75 (55.00%), Test-value = -2.34, and P-value = 0.010 which is smaller than
the level of significance o =0.05. The sign of the test is negative, so the mean of this paragraph is
significantly smaller than the hypothesized value 3. It can be concluded that the respondents

disagree to this paragraph.

o The mean of the field “Impact of Promotion and Transfer Practices in the Company” equals
3.37 (67.48%), Test-value = 4.26, and P-value=0.000 which is smaller than the level of significance
a.=0.05. The sign of the test is positive, so the mean of this field is significantly greater than the
hypothesized value 3. It can be concluded that the respondents agreed to field of “Impact of
Promotion and Transfer Practices in the Company ". Accordingly, in can be concluded that there
exists significant effect of promotion and transfer practice on employees, attitudes towards early

retirement in GEDCo.

Commentary
a) Actually, most employees have responded that promotion system especially concerning career
grades is not based on logical and gradual steps but depends on unacceptable criteria in terms of
favoritism and nepotism. In other word, respondents have expressed that they are not satisfied
about promotion system because most of job promotions are not granted on the basis of merit
and perseverance at work and this lead them to think of early retirement. This research goes with
Schneitz (2010), who revealed that it is hard for some employees to receive promotions because

of discrimination.
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b) The research results also showed that promotion system is far from efficiency. This can be
justified by saying that large number of respondents are deprived from their natural and gradual
promotion not only because inefficiency but also due to injustice. Therefore, such practices
pushed most employees to think of early retirement. This research goes with Christine (2004)
who revealed that once high performing employees are identified; promotion opportunities and
career development opportunities can be properly planned and be put in place for the benefit of

the high performers before they contemplate an early retirement.

e As ageneral result It is quite clear that large number of employees with a percentage (67.48% )
have responded that attitudes toward early retirement is affected by promotion and transfer
practices in GEDCO.

5. There is no significant effect at level 0.05 of HRM practices (Performance Appraisal

System) on (employees" attitudes towards early retirement).

Table (5.10): Means and Test values for “Performance Appraisal System in the Company”

NO Item

Mean
Proportional mean
(%)

Test value
P-value (Sig.)
Rank

L Performance appraisal system which applied in the company is 3.48
' non-professional '

Performance appraisal criteria used in the company is not clear

4.69 | 0.000* | 1

(o]
©
()]
—

2 and this increases my attitude towards early retirement 321 | 64.26 | 2.02 | 0.022 6
I want to retire early because the company did not inform me the

3. L 3.10 | 62.00 | 090 | 0.185 | 8
results of the performance appraisal since the employment.
Performance appraisal process used in the company in unfair and

4, 3.14 6284|134 | 0.091 | 7

this leads me to think of early retirement

because the senior management does not link between granting
5. promotions and the results of performance appraisal of the | 3.36 | 67.16 | 3.44 | 0.000* | 3
employee, so | think early retirement

Not motivating workers through positive findings leads me to
think of early retirement

I think of early retirement because the performance appraisal
7. system applied in the company does not take into account the | 3.28 | 65.61 | 2.62 | 0.005* | 5
specific job description.

I prefer early retirement because the performance appraisal

3.46 | 69.21 | 4.24 | 0.000* | 2

8. system applied in the company does not help, mainly to 3.32 | 66.46 | 2.96 | 0.002* | 4
understand the problems.
All paragraphs of the field 3.29 | 65.70 | 3.16 | 0.001*
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Table 5.10 shows the following results:

» The mean of paragraph 1 “Performance appraisal system which applied in the company is
non-professional” equals 3.48 (69.51%), Test-value = 4.69, and P-value = 0.000 which is smaller
than the level of significance oo = 0.05. The sign of the test is positive, so the mean of this paragraph
is significantly greater than the hypothesized value 3. It can be concluded that the respondents

agreed to this paragraph.

. The mean of paragraph 6 “Not motivating workers through positive findings leads me to
think of early retirement” equals 3.46 (69.21%), Test-value = 4.24, and P-value = 0.000 which is
smaller than the level of significance oo =0.05. The sign of the test is positive, so the mean of this
paragraph is significantly greater than the hypothesized value 3. It can be concluded that the
respondents agreed to this paragraph.

» The mean of paragraph 3 “I want to retire early because the company did not inform me the
results of the performance appraisal since the employment” equals 3.10 (62.00%), Test-value =
0.90, and P-value = 0.185 which is greater than the level of significance o =0.05. Then the
mean of this paragraph is insignificantly different from the hypothesized value 3. It can be

concluded that the respondents medium agree to this paragraph.

# The mean of paragraph 4“Performance appraisal process used in the company in unfair and this
leads me to think of early retirement” equals 3.14 (62.84%), Test-value = 1.34, and P-value =
0.091 which is greater than the level of significance o =0.05. Then the mean of this paragraph
is insignificantly different from the hypothesized value 3. It can be concluded that the

respondents medium agree to this paragraph.

o The mean of the field “Impact of Performance Appraisal System in the Company” equals
3.29 (65.70%), Test-value = 3.16, and P-value=0.001 which is smaller than the level of significance
a.=0.05. The sign of the test is positive, so the mean of this field is significantly greater than the
hypothesized value 3. It can be concluded that the respondents agreed to field of “Performance
Appraisal System in the Company “ Accordingly, there exists significant effect of performance

appraisal system practice on employees, attitudes towards early retirement in GEDCo.

Commentary

a. In paragraphl “Performance appraisal system which applied in the company is non-
professional”. Most employees have respondents that performance appraisal system in GEDCO
is neither effective well nor professional and there is an apparent lack of a professional

application of performance appraisal. Another important reason is that employees are not
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informed with their performance appraisal neither annually nor less. Accordingly, they do not
recognize the results of the actual performance appraisal. It can be clearly said that performance
appraisal system need to be developed and improved effectively. This research goes with
Christine (2004) who revealed that companies must invest in research and development for the

assessment of the effectiveness of the MI-ERP in terms of employee performance improvement.

b. In paragraph 3 with a proportional mean of 62%, employees stated that they have attitudes
toward early retirement because they are not informed with their performance appraisal results
since hiring. This research goes with Monika (2009), who revealed that feedback has an

important effect on employees’ performance.

c. The whole results concerning this field has revealed that the full benefits of performance
appraisal process are not achieved. This is can be justified due to many reasons: (a) there is no
feedback to employees, as they are not informed about the results of performance appraisal; (b)
lack of knowledge and importance of the performance appraisal; and (c) there are no legislations
to support validation requirements for performance appraisals. All these reasons have an effect

on employees’ attitudes towards early retirement.
General Commentary on The Five fields:

Table (5.11): Means and Test values for all paragraphs
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Impact of recruitment and selection practices in the company 274 | 54.86 | -3.29 0.001* 5
Impact of training and development practices in the company 205 | 5898 | -0.59 0.279 4
Impact of compensation and benefit practices in the company 337 | 6744 | 4.11 0.000* 2
Impact of promotion and transfer practices in the company 337 | 6748 | 4.26 0.000* 1
Impact of performance appraisal system in the company 329 | 65.70 | 3.16 0.001* 3
All paragraphs 313 | 62.51 | 1.68 | 0.047*

*The mean is significantly different from 3

Table (5.11) shows the mean for all paragraphs in the questionnaire equals 3.13 (62.51%), Test-
value =1.68, and P-value=0.047 which is smaller than the level of significance oo =0.05. The sign
of the test is positive, so the mean of all paragraphs is significantly greater than the hypothesized

value 3. So it can be concluded that the respondents agree to all paragraphs in general. Accordingly,
75



there exists significant impact of human resources management practices on employees’ attitudes

towards early retirement in Gaza Electricity Distribution Corporation (GEDCo).

Commentary:

Finally, the total result indicates that human resources management practices in the investigated
organization in this research (GEDCo) are not applied in an effective way and the firm should
exert great efforts to improve these practices in order to achieve its goals efficiently and effectively.
This especially appears in the fields of (impact of compensation and benefit practice in the
company, impact of promotion and transfer practice in the company), as respondents agreed to the
mentioned fields, and that act as a base of HRM practices’ requirements. For the field (impact of
performance appraisal system in the company, impact) needs more focus, modification and
improvement, because without this field, senior management will not be able to measure the actual
performance for employees. On the other hand, more awareness campaigns and training programs
should be implemented to develop HRM department in such a major semi- public organization in
Gaza Strip. In other words, it is clear that most respondents with proportional mean 62.51% have
agreed that human resources management practices (HRM) have a significant impact on
employees’ attitudes towards early retirement). This main result does not confirm the assumption
adopted by the researcher. Accordingly, it can be said that the more professional HRM practices

the less attitudes towards early retirement.

6. There is no significant differences at level 0.05 among respondents towards (impact of
human resources management practices on employees' attitudes towards early retirement)

due to personal traits (gender, age, scientific qualification, job title, and years of services).

The Independent Samples T-test is used to examine if there is a statistical significant difference
between two means among the respondents toward the Impact of Human Resources Management
Practices On Employees’ Attitudes Towards Early Retirement due to (Gender).

The One-Way Analysis of Variance (ANOVA) is used to examine if there is a statistical
significant difference between several means among the respondents toward the Impact of Human
Resources Management Practices on Employees’ Attitudes Towards Early Retirement due to (Age,

Qualification, Job Titles and Years of Services).

6.1. There is no significant differences at level 0.05 among respondents towards (impact of
human resources management practices on employees' attitudes towards early retirement)
due to (Gender).
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Table (5.12): Independent Samples T-test test of the fields and their p-values for Gender

No. Field Means Test Sig

Male Female | Value '
1. Impact of Recruitment and Selection Practices in the Company 2.84 2.17 3.086 | 0.002*
2. Impact of Training and Development Practices in the Company 3.07 2.23 3.537 | 0.001*
3. Impact of Compensation and Benefits Practices in the Company 3.47 2.78 2.755 | 0.006*
4, Impact of Promotion and Transfer Practices in the Company 3.45 2.91 2.161 | 0.032*
5. Impact of Performance Appraisal System in the Company 3.37 2.82 2.171 | 0.031*
All fields together 3.22 2.56 3.189 | 0.002*

* The mean difference is significant a 0.05 level

Table 5.12 shows that the p-value (Sig.) is smaller than the level of significance a. = 0.05 for each

field, then there is significant difference among the respondents toward each field due to Gender.

It can be concluded that the personal characteristics’ Gender has an effect on each field.

Commentary

a) The research reveals that gender has a significant effect on all field (recruitment and selection,

training and development, compensation and benefits, promotion and transfers, performance

appraisal system). In addition, male respondents have the higher than female ones.

This might be illustrated by the nature of men who bear extra tasks to do in addition to their

work responsibilities especially those who work outdoor under changeable circumstances.

b) This research goes with EI-Hamidi (2010), who revealed there is statistical differences at the

level of function of (a = 0.05) in “Early Retirement in The Government Sector in Egypt:

Preferences, Determinants, and Policy implications due to gender.

c) On the other hand, This research disagree with Samanah (2008), who revealed that there is no

statistical differences at the level of function of (a = 0.05) in attitudes of governmental

secondary schools teachers towards early retirement in the North of West Bank — Palestine due

to sex variable.

6.2. There is no significant differences at level 0.05 among respondents towards (impact of human

resources management practices on employees' attitudes towards early retirement) due to (Age).

Table (5.13): ANOVA test of the fields and their p-values for Age

Means
: less 35-<45 Test .
No. Field than 45 - <55 55 and Value Sig.
more
35
Impact of Recruitment and Selection Practices in the
1. 2.79 2.54 2.96 2.87 1.827 | 0.144
Company
Impact of Training and Development Practices in the
2. 3.10 2.78 3.06 3.08 0.931 | 0.427
Company
Impact of Compensation and Benefits Practices in the
3. 3.47 3.27 3.57 3.04 1.202 | 0.310
Company
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Impact of Promotion and Transfer Practices in the

3.56 3.15 3.60 3.32 1.883 | 0.134
Company
Impact of Performance Appraisal System in the

3.35 3.09 3.52 3.29 1.317 | 0.270
Company
All fields together 3.23 2.95 3.32 3.11 1.626 | 0.185

Table 5.13 shows that the p-value (Sig.) is greater than the level of significance o = 0.05 for each
field, then there is insignificant difference among the respondents toward each field due to Age. It

can be concluded that the personal characteristics’ Age has no effect on each field.

Commentary

As it is clear that impact of HRM practices (recruitment and selection, training and development,
compensation and benefits, promotion and transfers, performance appraisal system) on employees'
attitudes towards early retirement in Gaza Electricity Distribution Corporation (GEDCO) is not

affected by employees’ age.

a) It can be said that age has no effect on respondents' answers towards all field because all
employees are nearly exposed to the same work conditions, climate and environment in GEDCO.
This research goes with Samanah (2008), who revealed that there is no statistical differences at
the level of function of (a = 0.05) in attitudes of governmental secondary schools teachers
towards early retirement in the North of West Bank — Palestine due to age.

b) On the other hand, this research disagree with Monika (2009), who revealed that there is statistical
differences at the level of function of (a = 0.05) in intention of early retirement and continuing to
work among middle-aged and older employees due to age. In addition, Al Qahtany (2009), who
revealed that there is statistical differences at the level of function of (a = 0.05) in tendency to
early retirement for security men: its motivations, security and administrative consequences due
to age. And also This result disagrees with Al Ghamidy (2001) who revealed that there is
statistical differences at the level of function of (a = 0.05) in Teacher’s Attitudes towards Early
Retirement in Mecca Al Mokarama city and its relations with some variables” due to age .

¢) Regarding compensation and benefits practices in the company, age has no effect on respondents’
answers because all employees irrespective of their different ages have been suffering from lack
of suitable and appropriate salaries, rewords, incentives and allowances. On the other hand, cost

of living may be one of the most important reasons for all employees to think of early retirement.

6.3. There is no significant differences at level 0.05 among respondents towards (impact of human
resources management practices on employees' attitudes towards early retirement) due to

(Qualification).
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Table (5.14): ANOVA test of the fields and their p-values for Qualification

Means
General
No. Field S T Secondary | Technical . Jlest Sig.
secondary . Diploma | Bachelor | Master | Value
School Diploma
school een
Certificate
1. Impact of Recruitment and Selection
L. 2.95 2.82 2.83 2.74 2.54 3.13 0.875 | 0.499

Practices in the Company
2. |Impact of Training and Development 281 3.17 318 3.09 267 579 1472 | 0.201

Practices in the Company ) ) ) ) ) : : :
3. Impact of Compensation and Benefits 3.61 3.79 3.43 3.44 3.05 3.36 1717 | 0133

Practices in the Company ) ) ) ) ) ) ) )
4. Impact of Promotion and Transfer

. . 3.21 3.51 3.40 3.58 3.18 3.68 0.710 | 0.617

Practices in the Company
5. |Impact of Performance Appraisal |, 3.35 3.36 364 | 303 | 339 | 0976 | 0.434

System in the Company ) ) ' ' ' ' ’ ’

All fields together 3.19 3.30 3.22 3.27 2.88 3.25 1.114 | 0.354

Table 5.14 shows that the p-value (Sig.) is greater than the level of significance a. = 0.05 for each

field, then there is insignificant difference among the respondents toward each field due to

Qualification. It can be concluded that the personal characteristics’ Qualification has no effect on

each field.

Commentary

a) Qualifications of respondents didn't affect any field of the research, because almost all

b)

respondents have good education levels as the researcher excluded employees with less than
secondary educational level so as to get accurate results towards impact of HRM practices
(recruitment and selection, training and development, compensation and benefits, promotion
and transfers, performance appraisal system) on employees' attitudes towards early retirement
in Gaza Electricity Distribution Corporation (GEDCO). This means that most of employees are
educated and they could approximately view and perceive the statements of the five fields.

This research goes with Samanah (2008), who revealed that there is no statistical differences at
the level of function of (a = 0.05) in attitudes of governmental secondary schools teachers
towards early retirement in the North of West Bank — Palestine due to academic qualifications.
This result also agrees with Al Qahtany (2009), who revealed that there is no statistical
differences at the level of function of (a = 0.05) in tendency to early retirement for security men:
its motivations, security and administrative consequences due to education. On the other hand,
this research disagree with El-Hamidi (2010), who revealed in “Early Retirement in The
Government Sector in Egypt: Preferences, Determinants, and Policy implications "that the level

of education influences the decision to retire at a certain age.
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6.4. There is no significant differences at level 0.05 among respondents towards (impact of
human resources management practices on employees" attitudes towards early retirement)
due to (Job Title).

Table (5.15): ANOVA test of the fields and their p-values for Job Title

Means
No. Field M?C?C%er Section | Branch Technician Admini_s'_crative Voca_ti_onal \;I;elite Sig.
manager Head Head Position Position

1. Impact of Recruitment and
Selection Practices in the 2.47 242 3.19 2,77 2.67 2.81 3.366 | 0.006*
Company

2. Impact of Training and
Development Practices in 2.47 2.55 3.60 2.86 2.90 2.98 5.912 | 0.000*
the Company

3. Impact of Compensation
and Benefits Practices in 2.58 3.14 3.79 3.58 3.49 3.32 3.792 | 0.003*
the Company

4. Impact of Promotion and
Transfer Practices in the 2.98 3.08 3.87 3.40 3.45 2.86 3.584 | 0.004*
Company

5. Impact of Performance
Appraisal System in the 2.93 2.94 3.76 3.37 3.32 3.06 3.006 | 0.012*
Company
All fields together 2.68 2.81 3.62 3.17 3.14 3.00 4.887 | 0.000*

* The mean difference is significant a 0.05 level

Table 5.15 shows that the p-value (Sig.) is smaller than the level of significance o = 0.05 for each
field, then there is significant difference among the respondents toward each field due to Career

Position. It can be concluded that the personal characteristics’ job title has an effect on each field.

Commentary

a) As it is quite clear that impact of HRM practices (recruitment and selection, training and
development, compensation and benefits, promotion and transfers, performance appraisal
system) on employees' attitudes towards early retirement in Gaza Electricity Distribution
Corporation (GEDCO) is affected by job title. This can be justified that not all employees
have the same career positions this means that salaries are certainly different among
employees .In other words, the high career position the high salary and vice versa , so those
with lower career position will differ from those with high position concerning their attitudes
towards early retirement.

b) This research disagrees with Al Qahtany (2009), who revealed that there is no statistical
differences at the level of function of (a = 0.05) in tendency to early retirement for security

men: its motivations, security and administrative consequences due to job title.
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6.5.

There is no significant differences at level 0.05 among respondents towards (impact of

human resources management practices on employees’ attitudes towards early retirement)

due to (Years of Services).

Table (5.16): ANOVA test of the fields and their p-values for Years of Services

Means
No. Field 10-< 15 - < 20 20 and Test Value Sig.
15 more

1. Impact of Recruitment and Selection Practices 266 275 289 0.613 0.543
in the Company ) ' ' ' '

2. Impact of Training and Development Practices
. 2.97 2.74 3.27 2.623 0.075
in the Company

3. Impact of Compensation and Benefits Practices
. 3.29 3.42 3.44 0.284 0.753
in the Company

4. Impact of Promotion and Transfer Practices in 3.38 3.31 3.47 0.203 0.816
the Company ) ' ' ' '

B, Impact of Performance Appraisal System in 3.95 3.95 3.42 0.282 0.755
the Company ) ' ' ' '

All fields together 3.09 3.08 3.28 0.561 0.572

Table 5.16 shows that the p-value (Sig.) is greater than the level of significance a. = 0.05 for each

field, then there is insignificant difference among the respondents toward each field due to Years

of Experience. It can be concluded that the personal characteristics’ Years of Experience has no

effect on each field.

Commentary

a)

b)

Years of experience does not affect the respondents’ answers towards the impact of human
resources management practices on employees' attitudes towards early retirement may be
because most of employees are exposed to the same circumstances, nearly the same conditions,
and the same organizational environment , the same laws, regulations etc. In addition, it can be
said here that attitude towards early retirement is not a dynamic process that is changed easily
by a certain situation; indeed it is an overall feeling that is affected by many various factors.

This research goes with Samanah (2008), who revealed that there is no statistical differences at
the level of function of (a = 0.05) in attitudes of governmental secondary schools teachers
towards early retirement in the North of West Bank — Palestine due to years of experience. This
research also goes with Al Qahtany (2009), who revealed that there is no statistical differences
at the level of function of (a = 0.05) in tendency to early retirement for security men: its

motivations, security and administrative consequences due to years of services.
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Introduction:

This chapter lists the conclusions of this research, some recommendations based on these conclusions,

and suggestions for future researches in order to improve human resources management (HRM)

practices in Gaza Electricity Distribution Corporation (GEDCo).

Conclusions:

The objective of this research is to investigate the impact of human resources management practices

on employees’ attitudes towards early retirement in Gaza Electricity Distribution Corporation

(GEDCo) as a semi-public organization. It is hoped that this research will provide a reference to

senior managers in the GEDCo to develop effective HRM practices in order to enhance employees’

performance and commitment and may reduce their attitudes towards early retirement. The following

is a summary of the conclusions that can be drawn from this research:

1. Conclusions related to Recruitment and Selection Practice:

a)

b)

d)

2-

Results of this research showed there is no significant effect of HRM practices related to
recruitment and selection on employees' attitudes towards early retirement in GEDCo. This result
can be illustrated due to the following reasons: First, employees showed that it is not necessary
for them to be selected for works or jobs according to their qualifications. In other words, most
employees are not interested a lot whether they had been selected for careers which suit their
qualifications or not .So they do not think of early retirement due to such reason. Second, many
employees at GEDCo indicated that despite their current places in the company do not give them
the status that they deserve in the community, they never think of early retirement may be
because they do not have an alternative work outside the firm.

On the other hand, employees also indicated that it is hardly for those who are responsible for

selection and hiring to be committed with laws, legislations, and selection criteria.

In addition, results showed that most employees expressed that recruitment process in the
company is based on personal relationships and favoritism and selection process is not based on

the principle of merit and efficiency.

Results also showed that GEDCo lacks of justice, honesty and truthfulness when making

recruitment and selection practices.

Conclusions related to Training and development Practices:

a) The research revealed that there is a significant effect of HRM practices concerning training

and development on employees’ attitudes towards early retirement in GEDCo. Actually, most
of employees indicated that plans and training programs in the company are weak and not

83



effective which create a feeling of disappointment and dissatisfaction for them. On the other
hand, employees showed that training process in the organization is based on discrimination.
This means that huge number of persons did not have any training course since hiring. This
really moved their attitudes towards early retirement.

b) They also moderately agreed that the organization does not believe in the importance of training
and development for employees. Moreover, they revealed that their attitudes increase towards

early retirement because the company does not identify training needs in advance.

3- Conclusions related to Compensation and Benefits Practices:

a) The research's results revealed that there is a significant effect of HRM practice related to
compensation and benefit on employees attitudes towards early retirement in GEDCo. In fact,
large number of employees confirmed that their incomes are not suitable for what they give of
efforts. Moreover, most of them showed that their salaries are not enough to meet the basic
needs for life and does not provide them with social security for a long-term .This result may
be due to that financial system concerning salaries and wages at GEDCo is not enough
professional and need to be restructured .Accordingly, these reasons moved employees attitudes

towards early retirement.

b) Results also showed that compensation system related to over time is not applied fairly. This
means that not all overtime hours are recognized by the organization’s management which

makes employees feel with disappointment and frustration.

4- Conclusions related to Promotion and Transfer Practice:

a) The research revealed that there is a significant effect of HRM practices elated to promotion
and transfer on employees’ attitudes towards early retirement at GEDCo. As it is clear by
questionnaire analysis that most of employees showed that promotion system (career grades)
is based on favoritism and nepotism. This means that high percentage of employees are
deprived from their gradual promotion because the organization unfortunately does not adopt
reasonable or logical criteria when applying this practice. On the other hand, employees also
confirmed despite spending long times in serving the organization, they do not have any type

of promotion. This certainly created a feeling or desire towards early retirement.

b) The research showed that employees at GEDCo are not interested a lot in transfer process. In
other words, when management refuses to move an employee to another career that suits to his

qualification this will not affect him.
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c)

They expressed that Most of job promotions are not granted on the basis of merit and
perseverance at work, this certainly will cause a case of dissatisfaction and frustration and then

for this reason their attitudes can be moved towards early retirement.

5- Conclusions related to Performance appraisal System:

a)

b)

Results showed that there is a significant effect of HRM practices related to performance
appraisal system on employees’ attitudes towards “early retirement at GEDCo. High percentage
of employees indicated that performance appraisal system in the organization is non-
professional; this result may be due to that the senior management does not link between

granting promotions and the results of performance appraisal.

On that other hand, Employees are not satisfied absolutely with performance appraisal system.
The appraisal system in GEDCo is perceives as meaningless by most employees because it does

not help mainly to understand the problems, it is not accompanied by incentives and rewards.

Results of this research also showed that Performance appraisal criteria used in the GEDCo is
not clear , unfair and does not take into account the specific job description.That is, when
performance appraisal system is accurately designed and followed up by a constructive
feedback, employees will feel satisfied towards their job design and then their attitudes towards

early retirement will certainly be decreased.

6- Conclusions related to Personal Characteristics:

a)

b)

d)

Gender: Results showed that gender has a significant difference on respondents’ answers on all
field (recruitment and selection, training and development, compensation and benefits,

promotion and transfers, performance appraisal system).

Age: This research revealed that the characteristic of the respondents' Age has no effect on
each field (recruitment and selection, training and development, compensation and benefits,

promotion and transfers, performance appraisal system).

Quialification: Results showed that the characteristic of the respondents’ qualification has no
effect on each field (recruitment and selection, training and development, compensation and

benefits, promotion and transfers, performance appraisal system).

Job Title: According to the research's results, it can be concluded that the characteristic of the
respondents’ job title has an effect on each field (recruitment and selection, training and
development, compensation and benefits, promotion and transfers, performance appraisal

system).
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e) Years of experience: In this research, results showed that there is insignificant difference in

respondents’ answers toward all fields (recruitment and selection, training and development,
compensation and benefits, promotion and transfers, performance appraisal system) due to
years of experience.

Recommendations:

According the results of this research, important recommendations can be drawn for GEDCo as an

organization to take into account. Based on the research analysis, findings and conclusions, the

researcher proposes the following recommendations:

1.

The researcher recommends that recruitment and selection process should be made very
carefully according to the best ability of the employee concerned based on merit and efficiency
by applying justice, honesty and truthfulness. Organizations also should implement equal
employment opportunities away from bias in order to determine the actual needs of the
workforce in the light of the firm‘s financial ability to ensure smooth running of the business

operations.

It is necessary for GEDCo to reconsider its organizational structure based on putting the right
person in the right place and giving each employee the status that he/she deserves in the
community. This will enhance and increase employees’ satisfaction about career development

on one hand, and empower the organization confidence among employees on the other hand.

Special attention should be devoted for training and development plans, programs and activities
in order to enhance the knowledge and skills of the employees, to adopt new technology, and
to develop their careers. GEDCo also should recognize that training process is an investment

because the more training the more gaining.

GEDCo administration is recommended to review the salaries, incentives and reward system.
The increase of cost of living and the continuous requirements makes it necessary to improve
the scale of the salaries to meet the employees' responsibilities and needs. On the other hand,
organization should strive to offer employees’ opportunities to increase their salary through
implementing multiple levels of promotion in the early years of work . This actually will increase
employees’ satisfaction that will certainly increase their organizational commitment and reduce

attitudes towards early retirement.

Seniors, decisions makers and managers at GEDCo should take into consideration that the
promotion opportunities must be fair and depend on well-organized, transparent and accurate

criteria such as experience, qualification, performance, abilities and skills because unfair criteria
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10.

of promotion lead to lower level of motivation and satisfaction and also lower level of
organizational commitment. Accordingly, will increase employees’ attitudes towards early

retirement.

The researcher recommends that performance appraisal system should be implemented in a
professional fashion that would measure staff performance, enable corrective action and
provides employees with constant feedback in order to prevent committing mistakes that might
harm the organization. This will certainly encourage employees to learn and develop themselves
even if the organization is not taking the outputs as a guide to career development, the individual
can seek the development by his own, based on professional clear feedback and identified

criteria.

Gaza Electricity Distribution Corporation should create better awareness of the benefits of
adopting and implementing HRM practices as this will achieve labor stability through the
reduction of attitudes towards early retirement which in turn will improve the rate of employee

retention in the organization.

Senior management in GEDCo should take into consideration that HRM functions should be
applied as an integrated system to achieve goals efficiently and effectively. This can be by

involving employees of certain grades with the process of decision-making.

It is recommended for GEDCo to conduct formal assessments of all employees during the first
five years of employment to measure success in providing an employment environment that
promotes jobs satisfaction and organizational commitment. This may provide information
useful for analyzing and modifying HRM practices that will help to improve where there are
deficiencies in employee perception of job satisfaction, organizational commitment and early

retirement decision.

Finally, it is necessary for GEDCo to provide its employees with a proper awareness concerning
early retirement system and how it may affect their lives. This will help them to be more aware

before taking any decision positively or negatively.

Proposed Future Studies:

1. The impact of work stress on employees’ attitudes towards early retirement in Gaza

Electricity Distribution Corporation GEDCo.

2. The relationship between occupational belonging and early retirement in governmental

ministries in Gaza Strip.
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Impact of organizational conflicts on employees’ attitudes towards early retirement in

Gaza Electricity Distribution Corporation (GEDCo).

Impact of job satisfaction and organizational commitment on employees’ attitudes towards

early retirement in Gaza Electricity Distribution Corporation (GEDCo).
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Appendix A: Questionnaire in English

The Islamic University Gaza 7

[
Dean of Post Graduate Studies | N\\ /3 |
Faculty of commerce - MBA Program %ALN\W’

A\

Dear, employees of Gaza Electricity Distribution Corporation,,,

This questionnaire is one of the research tools for completing the requirement for MBA degree entitled

“Impact of Human Resources Management Practices on Employees attitudes towards Early

Retirement”.

It aims to prepare a research about this subject for academic purposes, and to assess the current

practices related to the subject in your organization. Note that the information will not be used for any

reason other than the scientific research.

Therefore, the researcher hopes to get the required information, by putting (¥) in the square related to

your answer.

Thank You
Researcher: Waseem Swedan
Gender Q Male O Female
Age Q less than 35 Q35-<45 0O 45-<55 O 55 and more
Qualific Q less than Q General . .
ation secondary  Secondary School D[';'_echnlcal O Diploma Q Bachelor QO Master
i iploma
school Certificate
Q Technician
'ﬁii?e 0O Manager QVice manager QSection Head O Branch Head Q  Administrative
O Vocational Position
Years
of Q10-<15 d15-<20 O 20 and more
Service
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No

Question

Very Strong

Agree

Strong Agree

Medium Agree

Little Agree

Very Little Agree

Second Section :Recruitment and Selection Practices in the Company

1 | I think of early retirement because the nature of my work in
the company is not suitable with my qualifications.

2 | The difference between tasks and nature of my career which
has been chosen for me leads me to think of early retirement

3 | | wait for early retirement because my current place in the
company does not give me the status that | deserve in the
community

4 | Hiring me for a lower level than the level which | deserve
push me to think of early retirement

5 | lack of justice, honesty and truthfulness when making
recruitment  process leads me to move toward early
retirement

6 | The selection process for employees is not based on the
principle of merit and efficiency, this drives me to think of
early retirement

7 | The recruitment process in the company is based on
personal relationships and favoritism and this push me
towards early retirement

8 | It is hardly for those who are responsible for selection and
hiring to be committed with laws, legislations, and selection
criteria. so | think of early retirement

9 | Staff selection process in the company is far from
transparency, openness and clarity .This leads me to move
toward early retirement.

10 | Staff selection process in the company through internal

sources is extremely based on ambiguity and this motivates
me to move toward early retirement

Third Section : Training and Development Practices in the Company

11 | Plans and training programs in the company is weak.

12 | I think of early retirement because | have not got any
training course in the field of my work since the beginning
of hiring.

13 | My attitude increases towards early retirement because |
have been suffering from lack of interest by the
administration concerning training and development

14 | My skills in the work neither renewed nor evolve and this
motivates me to move toward early retirement

15 | My attitude increases towards early retirement because the

company does not identify training needs in advance.
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16 | Ithink of early retirement because the company does not
believe that training and development of workers is
important.

17 | I did not participate at least once a year in training
programs outside Gaza Strip for the development of
evolutionary career so | think of early retirement

18 | The company discriminate among employees concerning
training , this push me to think of early retirement

Forth Section : Compensation and Benefits Practices in the Company

19 | Lack of financial incentives push me to think of early
retirement.

20 | Compensation package offered by the company are not
commensurate with the relative importance of the work that |
do and do not give me my full rights as an employee, which
leads me to think of early retirement.

21 | I find that my salary does not provide me and my family with
the social security for a long-term .So | think of early
retirement.

22 | My income is not suitable for what | give of effort so | think
of early retirement

23 | I find that the salary that | get and its accessories could not
meet my basic needs so | think of early retirement

24 | Compensation system related to over time is not applied
fairly so, I think of early retirement.

25 | Savings system applied in the company as well as the end of
service reward is not acceptable for me, and this increases my
attitude towards early retirement

26 | Social allowances for the wife and children is unacceptable
and this motivates me to move toward early retirement

Fifth Section : Promotion and Transfer Practices in the Company

27 | Ithink of early retirement as a result of lack of response from
the company's management to allow me to move to a work
environment commensurate with my qualifications and
scientific

28 | Way in which the granting of promotions are not subject to
specific clear criteria and leads me to the trend towards
early retirement

29 | | have been waiting for the first day of early retirement
because | feel that my energies have been exhausted without
obtaining the appropriate promotions

30 | Promotion at work is far from efficient and this leads me
towards early retirement

31 | Lack of promotion push me to think of early retirement.
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32 | Insistence of the administration not to transfer me to a
suitable job causes me to think of early retirement

33 | Most of job promotions are not granted on the basis of merit
and perseverance at work and this leads me towards early
retirement

34 | | think that promotion system (career grades) is based on

favoritism and nepotism and it drives me to towards early
retirement

Sixth Section : Performance Appraisal System in the Company

35 | Performance appraisal system which applied in the company
is non-professional

36 | Performance appraisal criteria used in the company is not
clear and this increases my attitude towards early retirement

37 | I want to retire early because the company did not inform me
the results of the performance appraisal since the
employment.

38 | Performance appraisal process used in the company in unfair
and this leads me to think of early retirement

39 | because the senior management does not link between
granting promotions and the results of performance appraisal
of the employee, so I think early retirement

40 | Not motivating workers through positive findings leads me
to think of early retirement

41 | I think of early retirement because the performance appraisal
system applied in the company does not take into account the
specific job description.

42 | | prefer early retirement because the performance appraisal

system applied in the company does not help, mainly to
understand the problems.
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Appendix B: Questionnaire in Arabic

56— Aaadlay) dxalall
Llall caluhyall sales

eV 5ylal and— 5)laill 34<

¢6s ebﬂ‘ - SJQ ciladlag Gt:j)@-s &!}Jﬁ ZSJAII a\/gdéy 3alud)
Jlee¥) )1 A iivealall An)0 il JLSY Ayl Slgal saal (& 2Sad o ) Aslau)

Kual ol gad cpdligal) cilalad) Ao Loyl 3eal) By cilulas S ot a5

& s sas dadiyal) Cljlaall all w8lgl) 2yl GoanlS] (2l 2V g asall 138 Jon Ciny dlacy @llig
ol eadl ) axdis ol e Jseanll dnn A Cilaslaal) AIS ol alal) ae oSiiniga A Al
Al pua s Lthad) bl Clagleal) o Jsuand) 8 sacbualls oSl ol 130 dah  alal) Cand)

 OSPS Gils  pall i (V)

Ooladll G 81/agt SLE
Gl
Ollgar i dada ang
rdad i) i) 1 oY) audl)
o0 S il
AUBu 550 55008450 450ad8-350  Aw35 e BB )
sk agha (] dale 446 ] 4l e B O
] Ja 5al
sala [ 58S [
40 Akl 5[] ]
o R0 Amd gy [ ped gy [0 el pda [ Al ol
dyiga ddilig [
ABLL200  Aw20 o dB-150 L1508 -10 0 | Asdd) clgini s

99




(BRlsa
@l

(BBlga
(g

A

Jaa 4L8
YEQEY
LTSt

S Ay

]

-
3

4L.l8

s
-

e
-

3

Aagia Aoy (ilse

Jaa

Jsedd

Asnadall A LAYy LN Ciloalan £ il pddl

oaled) Dage e cnlin ¥ AGE) 8 ae danl oY Sl el S8 | ]

el & HSal edyy Lo gloal 5 Al Al Zands e ee alee Dl | 2
Sl

G B daay VAN B IS e gl oY Sl el kil | 3
pinall b Lgaaiad

OSeall ae i) 3 Sl edy absi) (@A) (gsial) (e B (S5ian o St | 4

s angll by Qe dddee el die Gacally LYl el aiaxe |5
Sl ae Wl

s dagll Jaby 13 5ol 3laall Tase Al pe cplalall jlia¥) dlee | 6
Sl ae L)

i 135 Asenally Apad sl G e oy 355a0 8 Gl ddee pu | 7
DSl 2e ) aa ll

Oilsiy Claayig Slelaly sulean Guailly Hlaa¥) dulee Jo saildll a3l L8| 8
DSl aelall b SE Gl eyl

Zasily Adlalls 488l e B AS,8l) (8 (uibhsal) Hlod) dlee | 9
DSl aclll gat dagill by 1a g

Casaal) o Al Ll jalead) PUA (e 3580 b il sall Lk dilee | 10

Sl sl g anall iy Vaas € USH

11

By de e Jlae 3 R 500 (o) G W) Y Sad el 3 S
O:\:\:u_"d\_

12

Lot 5ya¥) U (e alaia¥) axe e Aled Y <) aclall sa 2 alad)
Dshally oyl sl

13

100




Saal) el g dn gl iy Vg st Yy 2088 Y Jaal) b e

14

doyail) Glalial¥) waaty AK8N ald ade o Sl ac @l g alas) w
e JSG0 Jaall 442U

15

el sh Cbelall (5ienn gy il 0 e Y ASEN oY Sl 2e il b Sl

agn

16

Aaatll 56 g Und o )la B praly 3 Akl e ) e elylal o)
DSl ac i) S A s gl (g ke

17

i aagll edyy 1aas copall ilblee & Gal sl G Sl 45,80 o 8
Seall ac i)

18

Asn3al) (b Al oy 52 Cilaa s 22l anadl

SSeal) 2l b il i Aalall el A

19

S Janll Ll Gaaa) pe i ¥ A5 Lgaai Al Ciliay gail] Ao gana
DSl se bl 6 Sl by Lee CilagaS ALIS JBgia cudasd Yy 4 ol

20

2l saall e Lelaa) Ulam s I ceg Y slalin) sl cabll o) aal
Sl ac il <l el

21

SSaall ac ) g e Gl s e Al Lo lie e e A

22

aelall b Sl Gl Lulal) Slals Y dilialeg slalil 3 Cabll o as]
DSl

23

o oSall Gadyy g Alaay suhae pe Adlay) Gleldl Galdll o gl alas
DSl aclal)

24

o Bl Jsihe e Aaxdll Aules slil<a SIS A8 8 Galaal) lAaY] Hlks
DSl ae @l g aladl e i 1

25

e ldl st angll Jiady Mag g je YY1 dag il e delaal) il
DSl

26

A G JEYL ]z el 3580 5519 Llaia) axe Gags Sl aclil) & S
Aalall L”;'U\ij.} & it Jae

27

V) (Fddiy By Aaualy suledd daald e QLA Rl g S Al Al
SSaal) 2 i) pas an sl

28

G5t Janll b il JalS alimuly el Y Sl aclill oy Jol b
Aalie il e Jsanll

29

101




selill gad dagll L iedy ay el e sam Jesd 3 A
Sadl)

30

DSl aclal) & Sall w8 ) axe

31

DSl e @l 8 Sl s ol Jae O\SASLA:&..!(.\JQ e Y Hhpal

32

G ixin 135 Jaad) 8 5yl o) o el i Y dgala gl bl dlle
DSl 2ol gat angl

33

13 5 Adansd o5 sllaall 4 (255 (ad sl 2)all) Aaaiosall il sl s o ()
DSl ac il gas angll () cedy

34

dsmigall B o)) audi Cilaglea A 2 ualiall anidl

Siee g A5l 8 Galadl) )Y s ol | 35

s AL e ah ey Aaaly e A8 8 Aexdial oY) audi ulea | 36
Sl ae Gl

N oY el il cSlel agi Al A5A Y KWl el o)) | 37
Ol

el b Sl ey 1 Alle e A 8 Readiad) oY) auis dlee | 38
Sl

G V) il gall el s geiling LB xie G Lladl 8))3Y) dayy axe | 39
DSl 2o @l gas aagll by

DSl ae ) b Sl by AnlagV) aeails DA e Galalell uias aae | 40

Caagll ool ¥ AGEN A ahaall ol ani ol oY Sl aclidl) b 6l | 41
saaall il

IS8 2ol VAN 3 Gadadl) calalad) ol o alas oY el se i) Jundl | 42

COSEA) agd Ao o)

102




Appendix C: Referees

List of referees names and place of work

No. Name Place of Work

1. Dr. Yousuf Bahar The Islamic University of Gaza.

2. Dr. Samir Safi The Islamic University of Gaza.

3. Dr. Akram Sammour The Islamic University of Gaza.

4. Dr. Mohammed Faris Al Azhar University - Gaza.

5. | Dr.Wafiq Al Agha Al Azhar University - Gaza.

6. | Dr. Khalil Hajjaj Al Azhar University - Gaza.

7. | Dr.Jalal Shabat Al-Quds Open University.

8. | Dr. Ahmed Al Mashharawi Management and Politics Academy.
9. | Dr. Ahmed Al Wadia Management and Politics Academy.
10. | Eng. Waleed Sattom Manager of Gaza Branch in GEDCo.
11. | Mr. Ayman Al Duqi Palestinian Insurance and Pensions Authority
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