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X2=Procedural Justice 

X3= Interpersonal Justice 

X4=informational Justice 

��1-4 = the regression coefficients or change induced by X1, X2, X3, and X4 on Y. 

It determines how much each (X1, X2, X3, X4) separately contribute to Y. 

�0 =Error term other than sampling 

(Creswell, 2007) observed that data can be presented using statistical techniques, graphical 

techniques or a combination of both in order to generate comprehensive conclusions. Findings on 

quantitative data will  present using statistical techniques such as tables, pie charts and bar graphs.  

3.10 Ethical Considerations  

Voluntarily: Respondents participated freely. The researcher has not used any force to make 

respondents participate in filling the questionnaire. Participants also have the right to stop any 

response at any time if they feel unnecessary to respond.  

Not doing harm and benefits: Respondents have not faced any harm by participating in the 

questionnaire. They were not also taking direct benefits by participating in the study. However, 

they may be beneficial from the results of this study by applying the recommendations.  

Confidentiality:  �5�H�V�S�R�Q�G�H�Q�W�V�¶���L�Q�I�R�U�Pation was confidential and only help for the stated purpose. 

Respondents were not written their names and identifications in the questionnaires and the 

researcher did not write the name of the interviewees in the paper. 
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4.2 Demographic Profiles of Respondents  

The demographic profiles of the respondents are presented in table 4.2. 133 (68.9%) respondents 

were males and the remaining 60 (31.1%) respondents were female. Female employees were below 

1/3 of the total employees.  In the case of age, 82 (42.5%) respondents were below 30 years, 91 

(47.2%) were 30-39 years, and 20 (10.4%) were 40-49 years. 57.5% of the employees are 30 and 

above years old. In the case of job title, 21 (10.9%) respondents were accountants, 44 (22.8%) 

were junior customer service officers, 18 (9.3%) were cashers, 75 (38.9%) were senior customer 

service officers, 8 (4.1%) were managers, 19 (9.8%) were auditors, and 8 (4.1%) have other titles. 

61.7% of the employees are customer service officers.  In case of work experience, 46 (23.8%) 

�U�H�V�S�R�Q�G�H�Q�W�V�� �K�D�Y�H�� �E�H�O�R�Z�� ���� �\�H�D�U�V�¶�� �H�[�S�H�U�L�H�Q�F�H���� ������ ���������������� �K�D�Y�H�� ��-4 years, 58 (30.1%) have 4-6 

years, 35 (18.1%) have 6-8 years, 14 (7.3%) have 8-10, and 2 (1.0%) have 10 and above work 

experience. 56.5% of the employees have 5 and above years work experience.  In case of 

educational level, 5 (2.6%) respondents have below diploma level, 11 (5.7%) have a diploma, 172 

(89.1%) have a bachelor degree, and the remaining 5 (2.6%) have �P�D�V�W�H�U�¶�V degree. 91.7% of the 

employees have degree and above educational level. In the case of departments who graduated, 65 

(33.7%) respondents were by Accounting, 75 (38.9%) were by Management and related, 46 

(23.8%) were by Economics and related, 3 (1.6%) were by ICT and related, and the remaining 4 

(2.1%) were by other related fields. 96.4% of employees are business faculty graduated.  

Table 4. 2 Demographic Profiles of Respondents  

�5�H�V�S�R�Q�G�H�Q�W�V�¶���S�U�R�I�L�O�H Categories  Frequency  Percent  
 
Gender  

Male  133 68.9 
Female  60 31.1 
Total  193 100 

 
Age  

Below 30 years  82 42.5 
30-39 91 47.2 
40-49 20 10.4 
total 193 100 

 
 
 
Job title 

Accountant 21 10.9 
Junior Customer Service officer 44 22.8 
Casher 18 9.3 
Senior Customer Service Officer 75 38.9 
Manager 8 4.1 
Auditor 19 9.8 
others 8 4.1 
Total 193 100.0 
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age  30-39 4 30 22 29 6 91 
40-49 0 3 6 9 2 20 
Total                           8 68 38 63 16 193 

 
Job title  

Accountant 2 4 9 5 1 21 
Junior C/ S/ officer 1 13 3 19 8 44 
Casher 1 6 2 9 0 18 
Senior C/ S/Officer 4 35 14 16 6 75 
Manager 0 0 1 6 1 8 
Auditor 0 8 6 5 0 19 
others 0 2 3 3 0 8 
Total 8 68 38 63 16 193 

 
work 
experiences  

below 2 years 1 13 3 21 8 46 
2-4 2 16 8 9 3 38 
4-6 2 23 15 15 3 58 
6-8 3 13 6 13 0 35 
8-10 0 3 4 5 2 14 
10 and above years 0 0 2 0 0 2 
Total 8 68 38 63 16 193 

 
educational 
level  

Below Diploma 0 3 0 2 0 5 
Diploma 1 7 3 0 0 11 
Bachelor's Degree 6 55 35 60 16 172 
Master's Degree 1 3 0 1 0 5 
Total 8 68 38 63 16 193 

 
department 
of 
graduated 

Accounting 2 27 12 18 6 65 
Management and 
related 

5 21 12 34 3 75 

Economics 1 17 12 9 7 46 
ICT and related 0 1 2 0 0 3 
Others 0 2 0 2 0 4 
Total 8 68 38 63 16 193 

 
 
 
 
Employer 
banks 

CBE 3 40 15 9 8 75 
Dash 0 6 5 5 4 20 
Abissinia 1 6 0 9 0 16 
United 2 0 3 6 0 11 
Wegagen 1 2 2 2 1 8 
Abay 0 3 1 6 0 10 
Oromia 0 3 2 1 0 6 
Buna 0 2 3 2 0 7 
Awash 0 2 3 7 0 12 
Birhan 0 3 0 6 1 10 
Ambesa 1 0 2 6 1 10 
Nib 0 1 2 4 1 8 
Total 8 68 38 63 16 193 

Source: survey questionnaire, 2019 



34 
 

Table 4. 5 Independent Samples Test based on DPs and Employer Bank Difference Respectively  

 

�/�H�Y�L�Q�H�¶s 
Test for 

Equality of 
Variances t-test for Equality of Means 

F 
P-

value t df 
P-
value 

Mean 
D/ce 

SE. 
D/ce 

95% CI of the 
Difference 

Lower Upper 

   
   

   
   

   
   

   
   

   
 A

ff
ec

tiv
e 

C
om

m
itm

en
t 

Equal variances assumed 2.123 .147 .346 191 .730 .059 .169 -.275 .392 
Equal variances not assumed   .322 97.20 .748 .059 .182 -.302 .419 
Equal variances assumed   3.736   .055 -.895 191 .372 -.142 .158 -.454 .171 
Equal variances not assumed   -.880 163.18 .380 -.142 .161 -.459 .176 
Equal variances assumed 8.145 .005 -.242 191 .809 -.039 .161 -.357 .279 
Equal variances not assumed   -.253 175.82 .800 -.039 .154 -.344 .265 
Equal variances assumed 5.945 .016 1.64 191 .103 .257 .157 -.052 .567 
Equal variances not assumed   1.61 165.80 .109 .257 .160 -.058 .573 
Equal variances assumed 5.007 .026 -2.67 191 .008 -.744 .279 -1.294 -.193 
Equal variances not assumed   -3.42 20.30 .003 -.744 .218 -1.197 -.290 
Equal variances assumed 1.040 .309 .495 191 .621 .207 .419 -.619 1.034 
Equal variances not assumed   .594 6.69 .572 .207 .349 -.627 1.042 
Equal variances assumed .003 .958 -3.54 191 .001 -.551 .156 -.858 -.244 
Equal variances not assumed   -3.50 152.15 .001 -.551 .157 -.862 -.240 

Source:  survey questionnaire, 2019 

4.4.2 Correlation Among Demographic Profiles, Organizational Justice and Its 
Components, and Affective Commitment of Employees  

This study is established the relationship between organizational justice and its components and 

affective commitment of the bank employees. Pearson correlation coefficient is established to 

show the relationship among them and the findings are presented in table 4.6. 

The findings showed that there is a strong significant relationship among organizational justice 

and its components, and affective commitment of employees. Because all Pearson correlation 

coefficient values are closed to one (1) and all P-values were less than 0.01 (r = 0. 905 for DJ, 0.887 

for PJ, 0.918 for ITJ, 0.881 for IFJ and 0.904 for OJ, and all p-values=0.000 <0.01) as shown in 

table 4.6.  
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iii. Independent variables uncorrelated assumption  

According to (M. N. Williams et al., 2013) the assumption met that no multicollinearity among 

the predictors when VIF scores to be well below 10  otherwise there is multicollinearity problem. 

As shown in table 4.9, the VIF (variance inflation factor) scores were below 10 which implies 

there were not collinearity problem between independent variables (or independent variables are 

independent each other).  

iv. Autocorrelation (the values of the residuals are independent) assumption 

(M. N. Williams et al., 2013) stated that this assumption to be met the Durbin-Watson statistic 

value to be close to 2 and if the value below 1 and above 3 the error terms are correlated. As shown 

in table 4.7, the Durbin-Watson value was 1.305 which is above 1 that is the error terms are 

somehow independent each other. 

v. Homoscedasticity (the variance of the residuals is constant)  

(M. N. Williams et al., 2013) found that this assumption to be met the residuals dots scattered more 

randomly than funneled. As shown in figure 4.3, the residuals�¶���G�D�W�D were scattered randomly.  

Figure 4. 3 the scatterplot that shows the variance of the residuals is constant 

 
 
Therefore, all the five regression assumptions were relatively met so that the researcher could run 

multi-linear regression.  

4.4.3.2 The Effects of Demographic Profiles and Aspects of Organizational 
Justice on Affective Commitment of Employees 

The strength of the relationship between the dependent and independent variables is presented in 

table 4.7. The coefficient of determination explains the percentage of variation in the independent 

variables (aspects of jus�W�L�F�H�¶�V���S�H�U�F�H�S�W�L�R�Q���D�Q�G���G�X�P�P�\���G�H�P�R�J�U�D�S�K�L�F���S�U�R�I�L�O�H�V) that is explained by a 
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Then the regression model looks like; AC= 0.283 DJ+ 0.219PJ + 0.325ITJ + 0.149IFJ + 0.145Job 

+ 0.117Bank, where AC is the affective commitment of employees, DJ is distributive justice, PJ 

is procedural justice, ITJ is interpersonal justice, IFJ is informational justice, Job is the job title of 

employees in their bank, and bank is the employer bank difference in regard the government and 

private banks. This showed that when disrbutive justice perception of employees increased by 1%, 

thier affective commitment will increased by 28.3% other variables being constant. In procedural 

justice perception explained by 21.9%, by 32.5% for interpersonal justice and by 14.9% for 

informational justice perceptions as all other variables being constant.  In addition to these, the 

result showed that customer service employees explained their affective commitment by 14.5% 

and which implies their affective commitment are 14.5% more than other employees�¶�� �D�I�I�H�F�W�L�Y�H��

commiyment in the stated banks. Similarly, government bank employees have 11.7% higher 

affective commitment than private bank employees. This is might be the employees have 

confidence about their employment for government owned institutions than private owned.  

Interpersonal justice has the greatest effect than other variables because it has the largest 

standardized coefficient (Beta=0.336), next distributive justice which has Beta=0.290, third 

procedural justice which has Beta=0.228 and informational justice which has Beta=0.148, and 

customer service job position has Beta=0.145 and gorernment bank employment has 0.117 other 

variables being constant.  

Table 4. 9 The Coefficient table for the Effects of DP and Components OJ on AC of employees 

Model Unstandardize
d Coefficients 

Standardized 
Coefficients 

t Sig. Collinearity 
Statistics 

B Std. 
Error 

Beta Tolera
nce 

VIF 

1 (Constant) .048 .222  .216 .829   

DJ .283 .059 .290 4.829 .000 .147 6.787 
PJ .219 .053 .228 4.133 .000 .174 5.746 
ITJ .325 .061 .336 5.352 .000 .135 7.391 
IFJ .149 .057 .148 2.630 .009 .167 5.983 
dumsex .021 .059 .009 .360 .720 .826 1.210 
dumage -.088 .072 -.040 -1.226 .222 .499 2.005 
dumjob .145 .063 .065 2.310 .022 .668 1.498 
dumexpr .103 .067 .047 1.529 .128 .560 1.786 
dumedu -.111 .128 -.028 -.866 .388 .500 2.000 
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CHAPTER FIVE 

CONCLUSION AND RECOMMENDATIONS 

5.1 Conclusion and Managerial Implications of the Findings of the Study 

The most important resource in any organization is human resources. Recognition and preservation 

of human resources are not simply keeping individuals within an organization but is to link them 

with the organization and is the creation of cross-correlation of individuals and organizations. 

Career attitude of employees in an organization is highly essential for management and one 

important aspect of job attitudes is organizational commitment. Commitment is such an important 

intangible asset. Therefore, managing of influencing factors of organizational commitment will be 

critical (S. M. Mirmohhandi. and A. Marefat, 2014). 

The response rate was 193 questionnaires (96.02%), and the remaining 8 questionnaires (3.98%) 

were non-response and invalid, and they excluded from the analysis. 

Male employees were 68.9% and the remaining 31.1% were females which are below 1/3 of the 

total employees. 57.5% of the employees are 30 and above years old, yhen the remaining 42.5% 

were below30 years. 61.7% of the employees are customer service officers and the remaining 

38.3% are other emplyees.  56.5% of the employees have 5 and above years work experience and 

the remaining 43.5% have below 5 years. 91.7% of the employees have degree and above 

educational level and the remaining 8.3% have below bachelor degree. 96.4% of employees are 

business faculty graduated (Accounting, Economics and Management and related), whereas the 

remaining 3.6% of employees are draguated other fields of study.  

The average preceptions of employees in all organizational justice and its dimensions, and their 

affective commitment were nearly undecided (3) with nearly 1 standard deviation.  

According to the results of the Independent Samples Test, the mean scores of sex (gender), age,  

department of graduated and employer bank difference of employees have no statistically 

significance difference towards their affective commitment. Because all the significance value (P-

values are .147, .055, .309 and .958 respectively) value) which are greater than the value 0.05 

based on �/�H�Y�L�Q�H�¶s Test for Equality of Variances. Whereas  there was a significant mean difference 
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confirmed that the four dimensions of organizational justice, customer service job positioned 

employees and employer bank diference could be significantly affected �H�P�S�O�R�\�H�H�V�¶ affective 

commitment in the bank industry in Ethiopia in case area of Woldia town.  

Generally, the following summarized findings were identified: 

i. The empirical result of this study indicated that distributive justice has a significantly positive 

effect on the �H�P�S�O�R�\�H�H�V�¶��affective commitment in Ethiopian bank industry in case of Woldia 

town. It has the second greatest effect among the four components of organizational justice next 

to interpersonal justice. When decisions and actions involving the distribution of �E�D�Q�N�V�¶ 

resources were perceived as fair, employees exhibited high affective commitment. 

ii. The empirical results of this study indicated that procedural justice has a significantly positive 

effect on the �H�P�S�O�R�\�H�H�V�¶��affective commitment. Procedural justice also has a positive effect on 

the �H�P�S�O�R�\�H�H�V�¶��affective commitment.  When the banks applied fair and clear procedures in the 

workplace, there is high employees�¶��affective commitment for their banks. 

iii. The empirical result of this study indicated that interpersonal justice has significantly positive 

effects on the affective commitment of bank employees. It has the greatest effect among the 

four components of organizational justice. When managers respect and given attention for their 

subordinates during decisions and/or actions involving in the banks, employees exhibited high 

affective commitment. 

iv. The empirical result of this study indicated that informational justice has significantly positive 

effects on the affective commitment of bank employees. It has the greatest effect among the 

four components of organizational justice next to others. When managers gave fair, accurate, 

on time and consistent information without any discrimination for their subordinates during 

decisions and/or actions involving in the banks, employees exhibited high affective 

commitment. 

v. In this empirical study, organizational justice is transformed from the four components of it. 

Because it is not measured directly using questionnaire which is the composite of its 

components. Therefore, it has the significance and direct relationship with �W�K�H�� �H�P�S�O�R�\�H�H�V�¶��

affective commitment in simple regression.  

vi. In this empirical study, customer service positioned employees has higher affective 

commitment than other positioned employees. This is due to what those employees have direct 
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Appendix A-Amharic version questionnaire 
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�å�÷�y�E�æ�J �y1-6 �å�E�Î�ê���J �æ�²�!�—�R ���»�û  �y�Ô�f �y�E���õ�á�– ���æ�f �v�
�
�—�f �y�÷�Î�ê���– �  ̄ �Ì�¥�Í 

�‘�´�ú  �ÌX�Í �ú�ê�~�J �²�»�
�Ï���� 

1.  ���H     ��  �‘�f�»      ��  ���J 
2.  �v�»�ù�—�f (�5�›�õ�J)  ��  �y30 �5�H�R   ��  �y30-39    ��   �y40-49     ��  50 �v�d �5�è� ́
3. �¯����  �»�
��  
     ��  �¯�ï���:  �8�å�ö�²      ��   �Æ�ø�� �¯�¶�f�5�o�M �q�Î�ê�Ó�ë�J   ��   �Î�f�Ÿ�: �²�¬ 
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     ��  �¯�¶�f�5�o�R �q�Î�ê�Ó�ë�J  ��   ����  �q���Ñ�Ë                ��  �w�»�E�
       ��  �é�è 
4. �¯����  �ê�ú�» (�5�›�õ�J)   
   ��  �y2 �5�H�R ��  �y2-4 ��  �y4-6 ��  �y6-8 ��  �y8-10 ��  10 �v�d �5�è� ́
5. �¯�J�ú�ã�
�J �¶���É  
  ��  �y�¸���ë�ø  �5�H�R    ��   �¸���ë�ø    ��   �¯�õ�Æ�õ���² �¸�Ó��  ��  2�l �¸�Ó��  ��   �y2�l �»�Ó�� �5�è� ́
6. �¯�E�õ�����5�J �¯�J�ú�ã�
�J �Ÿ�
�
 
     ��  �q�|�–�f�G�Ó    ��   �ø�e�Ë�õ�f�J �v�d �E�²�²�¬   ��   �s�•�g�÷�~�� ��  �q�´���G �v�d �E�¢�ø�Ë   ��   �é�è 
 
�~�
�ê �å��- �¯�E�&�ø�J �
�J�ã�f (organizational justice) �¯�E�õ�å�y�F �æ�²�!�—�R 

�q�ß�f �5�÷�
���5�J �8�f�~ �¯�E�&�ø�J �
�J�ã�f �¯�E�õ�å�y�F �æ�²�!�—�R �y�¡�ã �v�f�¶�÷�y�E�å�– �5�E���õ�á�– �q�Ó�8�: 

�ú�è�� �v�f�¸�
�â�n �5�q�~�:���J �v�á�´� �å�ß����  

1 2 3 4 5 

�5�ä�ú �q�ê���ø�ø�ú �q�ê���ø�ø�ú �õ�‘�
�f  �²���M�Ó���l�ê �v���ø�ø�å�ß �5�ä�ú �v���ø�ø�å�ß 

�å�ú�J�
�â�J �ú�è�� �v�²�f�¹�f�·  �æ�²�! �  ̄ �Ì�¥�Í �ú�ê�~�J �²�����ú�â  

              �æ�²�!�—�R (�›���
�E �a�Î���R)      �ú�è�� 

1 2 3 4 5 

1. �¯�
���E�o�R �¯�Ð�£ �
�é�¹ �5�E�Î�7�– �õ�ê�z �¯�E�Ÿ�Ñ�Æ �a�–����      

2. � �̄ý���E�o�R �¯�¶�õ�‘�¤  �õ�á�f  �å����  �¯�÷�‘�ä�–�f  �Ð�£ �v�d �q�"�ú �²�f�ù�8�
� �ê����      

3. �ø�d�M�–�ú �æ�"�ø�æ�"�û�R �5�q�Ó�8�6 �¯�E�
�æ �d�M�–����      

4. �����—�R �å�
���E�o�R �5�q�Ó�8�6 �v�d �5�
�J�á�“�a�J �´�y�����è�ê����       

5. �E�é�ø�� �����—�R �å�
���E�o�R �5�q�Ó�8�6 �v�d �
�J�á�“ �5�ä�a �õ�ê�z �´�y�����è�æ����      

6. �X�è�
�—�R �5�E�Î�7 �õ�ê�z �v�d �5�Ó�ê���n�a�J �����—�R�f �´�y�H�E�è�æ����      

7. �ø�d�M�–�ú �æ�"�ø�æ�"�û�R �y����  �æ���J �Ñ�
 �Ó�ê�� �¯�ä�a �Ó�f�j�a�J�f �²���²�æ����      

8. �¯����  �–���e�—�R �y�õ�¶�����M�– �5�
�J �ß�æ�ú �¯�÷�õ�å�y�H�M�– �
���E�o�R 

�´�a�Î���M�”�ê���� 

     

9. �ø�d�M�–�ú �¯����  �–���e�—�R �5�J�~�~�å�l �v�d �5�E�ü�è �õ���É �è�  ́ �¯�E�õ�
���F �d�M�–����      

10. �ß�æ�ú �q�
�����P�R�f �Ó�ê�� �v�d �E�õ�ä�ä�n �–�å�J �v�f�»�õ�ä �²�Ó�¢�æ����      

11. �à�¶�K�N �y�ø�d�M�–�ú �¯�–���e �
�ë�—�R �q�»�ë �‘�´�ú  �ø�¢�8�J �a�ü �d�M�–����      

12. �5�–���e�—�R�ú �´�ß�f �5�q�
�����R �è�  ́ �¯�v�e�f �q�õ�å�|�y�J �v�d ���ù�J  �5�Ó�ê�� 

�q�f�ù�8�
� �å�ß���� 
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Appendix B-English Version Questionnaire 
 

 

 

 

College of Business and Economics  
Department of Management  

Master of Business Administration    
Questionnaire 

Dear respondent, 

I am a student at Bahir Dar University College of Business and Economics undertaking a �0�D�V�W�H�U�¶�V��

Degree in Business Administration. The Purpose of this questionnaire is to collect primary data 

�(�}�Œ�� ���}�v���µ���š�]�v�P�� ���� �•�š�µ���Ç�� �}�v�� �š�Z���� �š�}�‰�]���U�� �^�š�Z����effects of organizational justice on the affective 

commitment of employees in the commercial banks at Woldia town�´����as partial fulfillment to the 

���}�u�‰�o���š�]�}�v���}�(���u���•�š���Œ�[�•�������P�Œ�������]�v�����µ�•�]�v���•�•�������u�]�v�]�•�š�Œ���š�]�}�v�X���/�v���š�Z�]�•���Œ���P���Œ��, I kindly request you to 

provide me reliable information that is the best of your knowledge so that the findings from the 

study would meet the intended purp ose. The information you give was used for this study only 

and was treated with the utmost confidentiality. 

                                                                                                                              Thank you! 
                                                                                                                              Tilahun Getnet  
                                                                                                                                 0920015875 

Instructions:  

This questionnaire is designed to find out a few things about �³�W�K�H���H�I�I�H�F�W���R�I���R�U�J�D�Q�L�]�D�W�L�R�Q�D�O���M�X�V�W�L�F�H��

on the �D�I�I�H�F�W�L�Y�H�� �F�R�P�P�L�W�P�H�Q�W���R�I�� �H�P�S�O�R�\�H�H�V�´���I�U�R�P��your truthfully answer in your -----------------

bank.  

There is No Right or Wrong answers. 

Section A: the demographic profiles of the respondents 

This section of the questionnaire refers to profiles of the respondents. �3�O�H�D�V�H�����S�X�W���³�¾�´���R�U���³�;�´���L�Q��
the given box behind the word/phrase for the following 1-6 questions. 
1. Sex                              ��   Male             ��     Female 
2.   Age (in a year)             below 30        ��   30-39              ��     40-49            ��   50 and above 
3. job position or job title 
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4. �,���U�H�D�O�O�\���I�H�H�O���D�V���L�I���W�K�L�V���E�D�Q�N�¶�V���S�U�R�E�O�H�P�V���D�U�H���P�\���R�Z�Q      

5. This bank has a great deal of personal meaning for me.      

6. I could easily become as attached to another bank as I am to this one      

7. I help my colleagues to exit this bank if they have an opportunity to 

leave  

     

8. �,���G�R���Q�R�W���I�H�H�O���O�L�N�H���³�D���P�H�P�E�H�U���R�I���W�K�H���I�D�P�L�O�\�´���D�W���W�K�L�V���E�D�Q�N      

9. �,���G�R���Q�R�W���I�H�H�O���³�H�P�R�W�L�R�Q�D�O�O�\���D�W�W�D�F�K�H�G�´���W�R���W�K�L�V���E�D�Q�N      

10. I do not feel a strong sense of belonging to my bank      

 

I strongly assure you of confidential treatment of your answers and would like to extend my deep-heart 

thanks in advance for being a volunteer to devote your valuable time in filling this questionnaire. 
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Appendix C- Statistical Formula 

i. Cronbach alpha (alpha coefficient) formula  

�.��� ��
�Ä

�Ä�?�5
�:�s
F

�Ã�Ì�Ü�.

�Ì�ë�. ,  

�Z�K�H�U�H�����������.���L�V���F�U�R�Q�E�D�F�K���D�O�S�K�D����k is number of items in the questionnaire  

                S2
x is the variance of response of the respondents where S2

x =
�Ã�:�ë�Ü�?�Ä�;�.

�á�?�5
 and 
� = �Ã�ë�Ü

�á
 

                 S2
i is  the respondents response variance in each items where S2

i =
�Ã�:�5�?�<�;�.

�á�?�5
 �D�Q�G���ÿ� 

�Ã�5

�á�?�5
 

ii. Independent samples test  formula  

t = �Ä�5�?�Ä�6


§�:�Ù�-�7�-�;�Ä�-�. �:�Ù�.�7�-�;�Ä�.�.

�:�Ù�-�7�Ù�.�;�7�.
�:

�-
�Ù�-

�>
�-

�Ù�.
�;
 where 
�1 is mean of first category, 
�2 is mean of the second category, 

n1 is total number of category one, n2 is totalnumber of category two  

iii. pearson Correlation Coefficient formula  

Rxy = 
�á�Ã�Ñ�Ò�?�Ã�Ñ�Ã�Ò


¥�:�á�Ã�Ñ�. �?�:�Ã�Ñ�;�. �;�:�á�Ã�Ò�. �?�:�Ã�Ò�;�. �;
 

Where rxy is the correlation between X and Y, n is the sample size, �™�;�����L�V���W�K�H���V�X�P�P�D�W�L�R�Q���R�I���W�K�H��

square of each independent variables, �™�<���� �L�V�� �W�K�H�� �V�X�P�P�D�W�L�R�Q�� �R�I�� �W�K�H�� �V�T�X�D�U�H�� �R�I�� �H�D�F�K�� �G�H�S�H�Q�G�H�Q�W��

variable, �™�;�� �L�V�� �W�K�H�� �V�X�P�� �U�H�V�X�O�W�� �R�I�� �W�K�H�� �U�H�V�S�R�Q�G�H�Q�W�V�� �L�Q�� �L�Q�G�H�S�H�Q�G�H�Q�W�� �Y�D�U�L�D�E�O�H�V, and �™�<�� �L�V�� �W�K�H�� �V�X�P��

result of the respondents I  dependent variable 
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Appendix D-The Map of North Wollo and the Photo of Woldia Town 

The shaded map is North Wollo map from the Ethiopian map and the photo shows the partial of Woldia 

town 

 

 

Source: https://en.wikipedia.org/wiki/Weldiya 
 

































































































