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ABSTRACT

For any organization the most important challerg®iretain the talented work force. In order tiretalented
work force it is very important to identify factotisat affect commitment levels of employees. Thiglg investigates the
relationship between job satisfaction and orgaiipat commitment in terms of academic staff at Aktiach University.
In addition, this study sought to determine leviglob satisfaction and organizational commitmentvadl as difference of
employees’ score on organizational commitment basedlemographics. Data was collected through shifisistered
guestionnaire from a sample of 100 academic stdfése respondents were selected using both stch@#find simple
random sampling technique. Organizational commitmguoestionnaire (OCQ), job satisfaction survey(JS®Hd
demographic questionnaire were administered tagbpondents and the data collected were analyaéidtisial analysis
such as descriptive, Pearson product moment cboeleoefficient, and independent T-test and ANOWndings of the
study indicate that, employees were fund to be matssfied the relationship that they have withrtheworkers, nature of
the work and communication and lest satisfied vty they receive and promotion; and they enjoy ayerevel of

overall job satisfaction.

The result of descriptive result indicates that Exyges score more on affective commitment, norreativ
commitment and continuance commitment respectivigdig result of correlation analysis revealed thate exist positive
significant relationship between all facts of jadtisfaction (promotion, supervision, fringe bergfitontingent rewards,
relationship with coworkers, nature of the work acoimmunication) except pay with organizational cdmmant.
Moreover, strong positive and significant relatioipswas found between job satisfaction with affeetand normative
commitment, however no significant relationship @snd with continuance commitment. Findings alaggested that,
employees having longer tenures, married, highacatibnal qualification, and older aged show maymmitment than

the employees having smaller tenures with the dzg#ions, single, lower qualified and younger ire agspectively.

KEYWORDS: Organizational Commitment, Affective Commitment, orhative Commitment, Continuance

Commitment, Job Satisfaction, Facets of Job Satisia
BACK GROUND OF THE STUDY

Employees with higher academic degree might haveerabilities to do the problem solving in a orgaiian,
but research reveals that core competitions mdiesren employees organizational commitment, waykstress, job

satisfaction, and organizational citizenship betiathan knowledge and skills itself. Organizatidfeetiveness depends
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on the rate at which it achieves its goals Tang80AnN effective organization will make sure thésea spirit of
cooperation, a sense of commitment and satisfagtithin the sphere of its influence. People areamy vital component
but also an integral part of that sphere of infeeenTo understand the critical importance of peaplde organization is to
recognize that human element is synonymous wellagad organization usually sees an average worketh@s

fundamental source of its improvement Adeyeme( 2@@éd in Agu and Etim (2012).

Organizational commitment and job satisfactionjaberelated attitudes that have received consideratbention
from researchers around the globe, particularlynfindustrial and organizational psychologists, ngemaent scientists,
and sociologists (Eslami and Gharakhani, 2012;Alead Meyer, 1990; Locke, 1976; Spector, 1997; dfadtg, 1997;
Eslami and Gharakani, 1991; and Agu and Etim, 20I@)nover rate in today’s organization is high.eQmay to address
the issue of turnover is to determine what wilkatfthe level of commitmentat and Rasli (2012). According to Allen and
Meyer (1990), commitment refers to a psychologatate that binds the individual to the organizatiom makes turnover

less likely).

Job satisfaction and organizational commitmenteaichers is one of the important factors for imprgvihe
quality of education, teachers’ occupational suscasd students’ educational successes; because ithe direct
relationship between these factors and their pewdioces. Satisfactions are important factors in iptied and
understanding of organizational behavior that tselpervisors in the identification of potential plerbs. The employees
of organization are index of superiority of thaganization (Bakhshayesh, Vahdat, Sheikhzadeh, 2@18n & Myer
(1990) also suggest that the continued interestresult of the belief that if properly managedptyee commitment can
result in benefits such as leadership effectiveniasgroved employee performance, reduced turnower absenteeism.
This pursue to exploit the potential organizatiobahefits has resulted in the large number of stuthat focus on the

nature of employee commitment.

The concept of organizational commitment directlpraits to the employee’s expressive affectiondopgnition
with, and participation in the organization. ligisnerally considered as three dimensional constaroprising of affective
commitment, continuance commitment and normativenrndment (Boehman, 2006; Canipe, 2006; Turner and
Chelladurai, 2005; Greenberg, 2005; Allen and Mg$606; Karrasch, 2003) cited in Shah, Jatoi arithidamon (2012).

It is believed that affectively committed employeestinue working with great devotion on voluntdigsis, continuance
commitment ensures that employees retain theirnizgional membership, however those who are ndynecaimmitted
usually feel obligation on their part to stay ire thrganization. While defining organizational cortmeént, Porter (1974)
cited Shah, Jatoi and SalihMemon (20it2ntified it as an actually powerful faith in aretognition of the organizational
goals and values, readiness to apply substantahpt on behalf of the organization, in additionato explicit desire to
maintain membership within the organization thentemployee commitment is mainly defined as a pdgtfical state

that binds the individual to the organization.

Attitudes are evaluative statements — either faderar unfavorable — concerning objects, peoplevants. They
reflect how one feels about something. Work Attéisicire the feelings and beliefs that largely deterrhow employees
will perceive their environment, commit themseltesntended actions, and ultimately behave. Joisfaation is one of
the many work related attitudes individuals holélJob Involvement, Organizational Commitment, étb Satisfaction

thus is a set of favorable or unfavorable feeliagd emotions with which employees view their waklperson with high
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level of job satisfaction holds positive feelingsoat the job, while a person who is dissatisfiethwiis/ her job holds
negative feelings about the job. Job satisfactosmni important concern for both the employee akagehe employer as it
has an impact on many organizational behaviors. inployees satisfaction is conducted to provideitfiermation

needed to improve various factors like productiVityalty and job satisfaction (Kumari, 2011). Jatisfaction define as
“a function of the range of specific satisfacticared dissatisfactions that he/she experiences wihect to the various

dimensions of work” It includes what Individualspexct from job and what they receive Locke (1976).

LITERATURE REVIEW

Definition and Concept of Organizational Commitment

Organizational commitment has become one of thet fashionable variables studied in the last threéoar
decades. Like every other psychological constiustquite hard to have a universally acceptednitedn. However, it has
been defined and measured in several differentdashThe various definitions and measures havedahemon point that
organizational commitment is considered to be aadar a linkage of the individual to the organiaat{Mathieu & Zajac,
1990) cited in ( Suma and Lesha, 2013). Organiaatioommitment may be defined as relative strenftn individual’s
identification with and involvement in a specifioganization. It can be characterized by three factb) a strong belief in
and acceptance of organization's goals and valges willingness to exert considerable effort oe thehalf of the

organization; and 3) a strong desire to maintaimbership in the organization (Suma and Lesha, 2013)

Commitment refers to an individual's attraction atthchment to the work and the organization. fiereeto the
socio-psychological bonding of an individual to kioup or organization, its goals and values ohisooccupation and
profession. It could manifest in terms of three svaye., affective, normative and continuance andhetype of
commitment ties the individual to the organizatiandifferent ways and will differently affect theamner in which the
employee conducts him/herself in the workplace (et al, 2002) cited in(Gehlawat, 2012). Orgamzatl commitment
is defined as the employees feeling of obligatmistay with the organization. Commitment is a psjyogical bond of an
employee to an organization, the strength of wiliepends on the degree of employee involvement,@mplloyalty and

the beliefs in the values of the organization. Catm@nt has become a strategic imperative Kumarl {20
The Definition and Concept of Job Satisfaction

The concept of job satisfaction traditionally haseb of great interest to social scientists conekemigh the
problems of work in an industrial society. Many baveen interested in job satisfaction, for examatea result of a
personal value system which assumes that work wdmnelbles satisfaction of one's needs furthersitirétd of the human
individual, whereas work without these charactesslimits the development of personal potential &, therefore, to be
negatively valued (Kalleberg, 1977). According tocke (1976), job satisfaction defined as a pledderar positive
emotional state resulting from the appraisal of ®§@b or job experience. Spector (1997) defindd $atisfaction as "the
extent to which people like (satisfaction) or disli(dissatisfaction) their jobs". Job Satisfacti®m general expression of
workers’ positive attitudes built up towards thelns. Workers maintain an attitude towards thdbsjas a result of diverse
features of their job, social status that they\angd about their jobs and experiences in theirgobironment. This
attitude can be also negative towards work. Ifebenomic benefits, the social status, the job’s epecific characteristics
and the job expectation employees hoped, are apatefor employees’ desires, there is job sattgfac Job satisfaction

results from fulfillment of desired work values (e, 1976).
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In order to empirically examine the process undegythe notion of job satisfaction, it is necessfirst to state
explicitly what is implied by this concept. Job istction refers to an overall affective orientation the part of
individuals toward work roles which they are pragenccupying. It must be distinguished from satgfon with specific
dimensions of those work roles. This conceptuabmaimplies that job satisfaction is a unitary cept and that
individuals may be characterized by some sort afaarly defined attitude toward their total jobusition. To say that job
satisfaction is a unitary concept, however, dogsmply that the causes of this overall attitude aot multidimensional.
Obviously, a person may be satisfied with one disimn of the job and dissatisfied with another. Tdssumption
underlying the present view is that it is possifoleindividuals to balance these specific satistart against the specific
dissatisfactions and thus to arrive at a compasitesfaction with the job as a whole (Hoppock, 1)98ged in (Kalleberg,
1977).

The study of Job satisfaction is one of most imguatrfactors in the study of human behavior in trganization.

Job satisfaction focuses on employee attitude tdsvhis job. It has three important dimensions:

» Job satisfaction can be measured by the emotiespbnse to a job situation, hence it cannot be, seg®hit can

only be inferred.

« Job satisfaction is related to what you actuallyagereward and what you expect to get. If theedifiice between
the actual reward and expectation is minimum odigibde them a person will display a positive attle and if
there is wide difference between the two, a pemsiindisplay a negative attitude towards his joldaherefore
the satisfaction level will be low.

* Job satisfaction is related to job dimensions. €hesn be expressed in terms of job content, rematioar
attitude of co-workers, and opportunity of growliattjob is able to provide in terms of promotioml dewst but not

the least the expert loyal and experienced leaifeislavailable in terms of supervision (Kondalk2d07).
Relationship between Job Satisfaction and Organizatnal Commitment

A relationship between job satisfaction and orgatiinal commitment has been reported in the orgsioizal
and management literatures. Several studies founbsitive relationship between the two variablesr Hstance,
Feinstein and Vondrasek (2001) as cited in Eslamii @harakhani (2012) analyzed the effects of jdisfs&tion on
organizational commitment among the restaurant eyegls and the findings proved that satisfactioellexould predict
their commitment to the organization. Eslami an&f@khani (2012) examine the role of job satisfacta organizational
commitments. There results indicate that job sattgfn have positive and significant effects on amigational
commitments. They highlight the critical roles obr@ponents of job satisfaction in organizational ogtments.
Mohamed, Kader and Anisa(2012) analyzelhtionship among organizational commitment, tarsl job satisfaction, the
study shows that there is a positive and significatationship between job satisfaction and comtioge, normative and
affective commitment.

Zahra (2013) studded relationship between Jobfaetiisn and organizational commitment among thephiaks
nurses in kazeroon city in year of 2010-2011. Téwsuits of the study showed there was a correldigween satisfaction
and organizational commitment. Mohamed, Kader anisa (2012) examine the relationship between jdlsfaation,

organizational trust and organizational citizendb@havior. The data used for their research is fr@mprivate banking
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organizations in Tiruchirappalli District (Sampléz& 101) and the method of analysis is correlatibime results have
revealed the fact that job satisfaction is poshijiveslated to organizational trust, affective cortmeént, continuance

commitment and normative commitment.

Moreover, Suma and Lesha (2013) conducted resdardetermine the levels of employees of public aect
satisfaction with job dimensions and perceived oiztional commitment in public sector in Shkod&ibania. In
addition, they explore extent these employees anenttted to their job and satisfied with differaeditnensions to their
job. They used a survey-based descriptive resedesign. The study was carried on public administasector, in
Shkoder municipality. The findings of their studylicated that the satisfaction with work-itself anpdality of supervision

satisfaction had significant positive influencearganizational commitment of municipality employees

Eslami and Gharakhani (2012) examine the role atisfaction on Organizational commitments they|eméd
data from 280 Iranian employees and employed atignegire survey approach to collect data for testhe research
hypotheses. There result indicated that all theetofs of Job satisfaction (Promotions, Personddtionships, and

Favorable conditions of work) have positive andBigant effects on Organizational commitments.

Lumley, Coetzee, Tladinyane & Ferreira (2011) explihe relationship between employees’ job satigfa@and
organizational commitment. They conducted a cressianal survey on a convenience sample of 86 eyep at four
information technology companies in South Africar@lation and stepwise regression analyses revealeumber of
significant relationships between the two variablEsey stated that positive association of jobs§attion variables with
the affective and normative commitment variableswilver they indicated the absence of a significafdtionship

between job satisfaction and continuance commitment

On the other hand, previous research on the raktip between job satisfaction and organizationatroitment
has not shown any consistent and easily reconeifiddiings. Satisfaction-to-commitment model asssithat satisfaction
is a cause of commitment. A second commitment-tsfsation model holds that commitment contributesan overall
positive attitude toward the job (Tett & Meyer, B9¥andenberg & Lance, 1992) cited in Suma and &¢20613). On the
other hand, (McPhee & Townsend, 1992) cited in Suand Lesha (2013) suggested that job satisfactioth a
organizational commitment do not necessarily oiarultaneously: it is possible that an employee raalibit high
levels of job satisfaction without having a sensattachment to, or obligation to remain in, thgaoization. Similarly, a
highly committed employee may dislike the job he/ghdoing (exhibiting low levels of job satisfant). Causal ordering
between job satisfaction and organizational commitinrcontroversial and contradictory (McPhee & Tosnts 1992)
cited in Suma and Lesha (2013). Over all, themmase research evidence suggesting that job satmfiais a cause of
organizational commitment rather than the oppoSitemons (2005). There for in this study it is asednthat job

satisfaction as independent variable and orgapizaticommitment as dependent variable.

Generally, as we have seen in this chapter thegmigle in the literature that describes job sattgfa and
employee commitment from a multitude of angles gieavs. Many articles also repeat the same topidsfimaings and
the author chose to include just to show that itheirfigs are similar but from a wide range of dorsain many researches
in the literature it was determined that there wwastrong relationship between job satisfaction anganizational
commitment. These studies were generally conduitedusiness organizations, yet there have beenrésgarches

conducted in education organizations particulanlyEthiopia. Thus, the general aim of this reseascto determine the
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relationship between job satisfaction and orgaiorat commitment of AMU academic staffs.

Knowledge of how job satisfaction and staff chagdstics are related to organizational commitmeiit e
useful in improving the quality of the work enviroent for staff. In particular, because organizalocommitment has
been recognized as a key predictor of turnoveretéebunderstanding of factors that are associait#d organizational
commitment can be helpful in designing policies @&meérventions to increase staff commitment andinish turnover.
There for, present study expects to know (a) theiomship between the job satisfaction and comptmef organizational
commitment (b), the level of different component®anizational commitment and job satisfactiowdods employee in
the organization, (c) different types of demograpbariable that may have significant differencetba organizational

commitment.

STATEMENT OF THE PROBLEM

In order to meet the changing needs and demanaisyafistitutions in the global world, it is necagsey develop
an organizational climate and culture to satisfyplyees. Robbins and Coulter (2005) stated thatsidisfaction is
crucial problem for all organization. One of themases for this degree of interest is that satigfiersonnel are reported
as committed workers and commitment is indicatmmofrganizational output and effective operatiohdany of the
previous researches have recommended a positieet délationship between job satisfaction and eggdocommitment.
To mention some of those, (Eby & Freeman, 199%miirl& Solomon, 1985; Knoop, 1995; Morrison, 1997;tMa, 1988;
Nasurdin et al., 2005; Sheik, et al., 2012;EslamG&arakhani, 2012; Almansour,2012; Feinstein & \fasdk,2001).
However the number of study conducted in educatiovstitution are few, more so in the case of Epido Educational
institutions like schools, colleges and universitieeed highly committed teachers so as to attain ¢foals and produce
good citizens. Due to shortage of performing resean this field particularly in Ethiopia and alspecial importance of
teachers; this study attempted to determine tregioekhip between job satisfaction and organizati@emmitment of
Public University Teachers of Ethiopia and trieddtetermine the level of teacher’s job satisfactima their perception
towards organizational commitment. In additionstkiudy investigated difference of employees’ sarerganizational

commitment based on selected demographics.

OBJECTIVE OF THE STUDY
General Objective

The overall aim of this study is to investigate tiedationships between job satisfaction and witihcpieed
organizational commitment of Public Higher Educaéb Institution of Ethiopia: the case of Arba Minthmiversity

academic staff.
Specific Objective
« To identify the level of academic staffs job satttfon and their perception towards organizatieoahmitment

e To examine the relationship between overall jobiskattion and organizational commitment dimensions

(affective, continuance, and normative)

» To examine the relationship between job satisfactfacts(pay, promotion, supervision, fringe bemsefit

Contingent rewards, operating procedures, coworkeagire of work, and communication) and organizel
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commitment

* To identify whether difference exist between emplycharacteristics such as gender, age, Levelwfag¢idn,

marital status and organizational tenure in orgational commitment
Research Questions
* What are the perceptions of academic staff abdusgdisfaction & organizational commitment?

 What is the Relationship between job satisfactaats (pay, promotion, supervision, fringe benefitsntingent

rewards, operating procedures, coworkers, natuveodf, and communication) and organizational comraitt?
* What is the Relationship between overall job satigbn and normative, affective, continuance commaitt?
» Does organizational commitment vary by teachersadgaphics?

RESEARCH METHODOLOGY
The Study Population, Sampling Method and Sample 3¢

The target population consists of all local acadestaff of Arba Minch University teachers irrespeetof their
current employment contract within the organizaijo®. permanent, temporary or contract). The ah@nalysis was each
employee (individual level) regardless of his/hatiss within the respective departments acrosathgty. On the basis of
the nature of the study, it targets each employessmitment to the organization as a whole, as ag|bb satisfaction of
each employee were treated independent of theignosie/she has holding. The number of staff wagiobt from each
college or institute. The preliminary survey undken by the researcher before questionnaire disiito indicated that

there are 787 grand total population (total acdizademic staff members) as of November 20, 2013.

The study focused on the population who are locatlamic staff currently working in all academictanFrom
the source population of AMU appropriate sample fprestionnaire administration was determined byngisi
proportionality sampling technique to give equalighés for each college or Institute of AMU and gendAfter
determining total sample size from each academi; the strata also were made based on genderder ¢o give equal
chance for female and male. After strata appropriespondents from each unit was selected by waimdgpm sampling.
This often improves the representativeness of éingpte. Accoring to Roscoe (1975), sample sizesaager than 30 and
less than 500 are appropriate for most researcthimthis limits (30 to 500), the use of sample @hb0% size of parent

population is recommended. Out of 787 active engrgyl00(12.70 %) samples was selected for the.study
Measurement

For the purpose of this study a quantitative mettagly involving a close-ended questionnaire usedhas
measuring instrument. Two separate instrumentsghadob Satisfaction Survey (JSS) which is oridindeveloped by
(Spector 1985) and the Organizational CommitmenteSEOCS) which is developed by (Meyer & Allen 199&re used
to measure the variables of concern to this stle#ymographic questioners were also used to coltest temographic

information.
Variables of the Study

Dependent and independent variables: job satisfactvas independent variables. The subscales faethe
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variables are contained in the Job SatisfactioiveSuthose are pay, promotion, supervision, fringadfits, Contingent
rewards, operating procedures, coworkers, natumoo, and communication. On the other hand, enggogommitment
served as dependent variables. These measureleaadféctive commitment scale, continuance commitnseale, and
normative commitment scale of the OCQ. Demograpidables: In this study demographic variable cstssof gender,

age, experience, education, and marital status.
Data Analysis

The mean and standard deviation was primarily tsatkescribe the data that are obtained from thealsiSthe
OCQ. The result of the biographical questionnaies Wased on the frequencies and percentages ¢halbtained based on
the sample characteristics. The researcher alsd dsscriptive statistics such as mean and standavihtions of
employees’ answers to job satisfaction and empla@gemitment scales in order to determine employ&a&l of job
satisfaction and employees’ perception of orgaiimal commitment. The researcher used two-tailear$dm correlation
analysis to investigate the relationship betwedngatisfaction and organizational commitment. Aegue of t-test (for
the variables of gender and marital status) and\Wag ANOVA (for the variables of tenure, educatiblevel and age)
was used in order to determine if there will be amganingful differences according to these demddcapariables on

organizational commitment.

RESULT AND DISCUSSIONS
Employees Perception towards Job Satisfaction

Table 1: Descriptive Statistics for the Facets ofab Satisfaction and Overall Job Satisfaction

Facets of Job Satisfaction/ Mean 5td. Deviation
Overall Satisfaction
Pay 1.7936 T6041
Promotion 21674 8432
Supervision 29157 94838
Fringe benefits 24797 72934
Contingent rewards 2.3140 78981
Operating Conditions 27558 57918
Coworkers 3.4913 1.17100
Nature of the Worlk 3.3401 1.22349
Communication 3.0087 1.08834
Ovwerall satisfaction 2.6963 65387
Note: N=86

As shown from the table 1, coworker, nature of therk, communication, and supervision and operating
conditions seemed to be the highest mean scorivedjawith a mean and standard deviation of (meam9, SD= 1.17),
(mean= 3.34, SD=1.22), (mean= 3.0, SD=1.09), (m2&2; SD=.95), and (mean= 2.76, SD= 0.98) respalgtiand
fringe benefits(mean= 2.48, SD= 0.73), contingemtard(mean= 2.31, SD= 0.73), promotion (mean= 2SD& 0.86)and
pay(mean= 1.79, SD= 0.76) constitutes the lowestmseore. Over all job satisfaction of academiffstaf Arba Minch

University scored mean and standard deviation@&3and.70745respectively.

Employees are satisfied with their coworker, natafehe work, communication, supervision and opegat
conditions. Coworker and nature of the work obtdinee highest mean score. However, employees drensaly
dissatisfied with the pay they receive followingprotion and contingent rewards. The level of ovgadl satisfaction of

the sample respondents represents mean score96f32 Bherefore, it may be concluded that the samgspondents of the
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University have an average satisfaction level tawaheir job.

On comparison of the mean score coworker, natuveodf, communication, supervision, and operatingdition
fell above average level of job satisfaction basadmean of 5 point likert scale and the other fadeli under below
average level of satisfaction. The mean and standaviation for the overall job satisfaction wer€33and 0.65387,
respectively. The mean score is slightly aboventigpoint on the 5-point Likert scale, which indieata moderate level of
satisfaction for the employees at Arba Minch Unsitgr The findings indicated that AMU academic fsadire more
satisfied with coworker relative to other facetgald satisfaction as indicated from table 1. Relahips with coworkers
includes such items as whether the job permits adsio make friends, whether coworkers are frielaaig¢t helpful and
whether one's coworkers take a personal interdsinivher. Valuation of this dimension reflects arlwer’'s desire for the
satisfaction of social needs from the work actii§alleberg, 1977). This means that the job of héag in University
satisfies them by permitting chance to make friedsvorker friendly and coworker taking a persangtrest in him/her.
Present finding is in line with finding of Lacy &8ehan (1997) who identified that one of the majadictor of job
satisfaction is the relationship with coworkers. tBe employees having good relation with their eéajlues can have a

higher level of job satisfaction.

The next closest to coworker in terms of satiséactevel come nature of the work as indicated ftomtable 1.
Baron (1991) states that work which satisfies thednof employees is work providing opportunity & wnes value skills
and creativity. This means that the job of teacire® MU satisfies the need of teachers by providipgortunity for them
to use their own skill, ability and creativity. Wihén terms of Communication as revealed from tdbteachers indicate
above average level of satisfaction. An importactdr in determining job satisfaction is clear goahinimum ambiguity
relating to roles etc. Edward Miles, Patrick, Kidg (1996), cited in Kumari (2011). Teachers arisBad with their
supervisors; feel their supervisors are competamd, that their supervisors are fair to them. Ridhg2004) found that
teachers had high levels of job satisfaction whamiaistrative personnel valued them as professgnatre accessible,
supportive, fair, honest, and trustworthy. The degof job satisfaction analyzed showed that thé#sstd Arba Minch
University were satisfied with the operating coiwis (table 1) i.e., few rules and regulations, fministrative related

office work and paper work.

This indicate that the staff were concentratings les administrative work like sending reports, ketdg
management, purchases, etc. with more time on itea@nd research. The staffs of Arba Minch Uniugrsiere less
satisfied with pay they receive. Also the staffsravaot satisfied with fringe benefits indicatingatithe benefits they
received for the work they do were minimal. Theyrevalso less satisfied with the chances of contihgewards and

promotion indicating less appreciation they receifa the work they do and wait in the promotion.
Employee’s perception towards their organizati@mahmitment

Table 2: Descriptive Statistics for the Organizatioal Commitment of Employees

Organizational Commitment Variables | Mean | Std. Deviation
Affective Commitment 2.6759 1.05946
Continuance Commitment 2.1623 77282
Normative Commitment 2.4494 .86964
Total Organizational Commitment 2.4311 .70745
Note: N=86

Impact Factor(JCC): 1.7539 - This article can be denloaded from www.impactjournals.us




| 26 Tekile Abebe & Solomon Markos |

The results show that the mean on affective comantnwvas 2.68 with SD = 1.06, the mean for conticean
commitment was 2.16 with SD = 0.77, the mean fanmative commitment was 2.45 with SD =.0.87 andrtiean and

standard deviation for total organizational comneitinwas 2.43 and 0.71 respectively.

The mean and standard deviation scores for eateafmployee commitment scales are ranked by resmis
as affective commitment has 2.6759 and1.05946 jragarice commitment has 2.1623and.77282, normatiwenitment
has 2.4494and.86964, respectively. When we see Hfiighrest to lowest mean scores, respondents rahlegdaffective
commitment with highest mean of 2.6759 whereags thantinuance commitment having lowest mean of 2318om 5
point likert scale. Lowest mean of continuance catment demonstrate that, employees believe thairasimators of the
Arba Minch University give less consideration t@ tbompensation compared to other. High mean scoedfective
commitment relative to other dimensions of commitimadicates that employees consider themselvaedessified with

the University and its goals.

In describing the application of their Organizadb®ommitment Questionnaire (OCQ) scales, Allen &yer
(1990) do not provide guidance about average, reduideal, or expected means for affective, camtinte, and normative
commitment. Research regarding employee commitistais that the most desirable types of employgenioment can
be listed as affective, normative, and the contiiweacommitment respectively Brown( 2003). The mssaf this study
reflect that the pattern for mean scores is coesistvith the above mentioned ones by presenting &fff@ctive

commitment has highest score followed by normatm@mitment, and then continuance commitment hatets score.

Teachers’ continuance commitment levels are lowan taffective and normative commitment. Individualth
high levels of affective commitment continue empl@nt because they want tbherefore, it is very important for the
organizations to have employees feeling affectisenmitment since strong affective commitment meampleyees
willing to stay in the organization and acceptitgydbjectives and values (Allen & Meyer, 1990).tRegrants score the
least men on continuance commitment this may bg deenot care about what they have invested intodifyanization

and what they stand to gain if they remain withdhganization.

Employees who have a strong continuance commitistagt with the organization, because they do nottwan
lose the amount of time, money or effort investeti@cause they think they have no employment atems. While those
who do not care about what they have investedthtoorganization and what they stand to gain if themain with the
organization will have weaker continuance committrideyer and Allen (1997). It should be recognizbdttthe three
approaches provide valuable insight into the emgdey organization link, and that a more comprehensivderstanding
of this link is achieved when all three are consdesimultaneously. By attaching the labels affecttommitment,
continuance commitment and normative commitmerhéothree constructs, both the similarity (i.eklto turnover) and

differences among them are acknowledged Allen & ét€$990).
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Pearson’s Product Moment Correlation Coefficient

Table 3: The Relationship between Facets of Job Ssfiaction and Organizational Commitment

Facets of Job Satisfaction| Total Organizational Commitment
Pay .204
Promotion .290°
Supervision 521
Fringe benefits 500"
Contingent rewards 4307
Operating Conditions 590
Coworkers 680
Nature of Work 702
Communication 583

~Correlation is significant at the 0.01 level (2-tded)
*_Correlation is significant at the @5 level (2-tailed).

As revealed from the table 3 the correlation ceofit is strong or high and represents statisticsijnificant
relationship between nature of the work and orgdiinal commitment (r = 0.702, p < 0.01). Resuftsable 3 further
reveal that, there is, modest or moderate corosiatbetween coworker and organizational commitment(.608, p <
0.01), operating conditions and organizational cament (r = 0.590, p < 0.01), communication andamigational
commitment (r = 0.583, p < 0.01), supervision angbaizational commitment (r = 0.521, p < 0.01)nde benefits and
organizational commitment (r = 0.500, p < 0.01)d @ontingent reward and organizational commitment 0.43, p <
0.01). There is a low or weak positive, but statdly significant relationship between promotiondaorganizational
commitment (r = 0.290, p < 0.01). On the other harad statistically significant relationship wasif@ between pay and

organizational commitment (r = 0.204, p >0.01).

The positive significant associations observed betwthe facets of job satisfaction and the orgéioizal
commitment shown in Table 3 suggest that partidgpavho are satisfied with promotion, supervisiaimde benefits,
contingent rewards, relationship with coworkersura of the work and communication seem to feelaremmmitted to
their organization. This study is in line with tfiedings of Mohamed, Kader and Anisa (2012) whaestdhat the facets of

job satisfaction are positively related to orgatiaal commitment.

On the other hand the positive correlation betwpay and organizational commitment but not statdic
significant relationship was found (r = 0.204, p®0). This means that satisfaction and dissatisfaatith pay may not
relate to employees decision to stay. This findingported by findings of Suma and Lesh (2013) whad positive and
significant relationship between work, supervisiand coworker with organizational commitment and aworelation
between pay and organizational commitment. Howehir finding is not in line with the finding reped by Eldin,
Mabrouk and Rahma (1013) and Lumley, Coetzee, mjadie & Ferreira (2011) existence of positive digant

correlation between pay and total level of committme

Table 4: The Relationship between Overall Job Safiaction and Organizational Commitment Dimensions

Organizational Commitment Variables | Overall Job Satisfaction
Affective Commitment .801°
Continuance Commitment 124
Normative Commitment 733"
Total Organizational Commitment 746

« Correlation is significant at the 0.01 level (2-tded)
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The current study found a significant positive etation between overall job satisfaction and orgatinal
commitment. The finding of this study is in linetiwvihe study by Dubinsky (1990) who reported a ificgnt relationship
between overall job satisfaction and organizati@mahmitment dimensions. As revealed from the tabthe correlation
coefficient is strong and represents statisticallynificant relationship between overall job satitfon and affective
Commitment (r = 0.801, p < 0.01), overall job datition and normative commitment(r = 0.733, p <19.@nd overall job
satisfaction and total organizational commitment(10.746, p < 0.01). Moreover, there is a weak pasitbut not
statistically significant relationship was foundween overall job satisfaction and continuance cémant (r = 0.124, p >
0.05). These results are in line with findings med by Coleman and Cooper (1997) who found thats@tisfaction was
positively related to affective and normative commant (with a stronger relation between satisfactmd affective
commitment), but not with continuance commitmerte Turrent study is also supported by Spector (R00® reported

that job satisfaction relates most strongly toeffe commitment.

The positive significant associations observed betwthe job satisfaction and the affective commitnvariable
suggests that participants who satisfied with jelens to feel more emotionally attached to and ire@lwith their
University. Similarly, the positive significant e¢lonships observed between the job satisfactich the normative
commitment variables suggests that participants arecsatisfied with job seem to fell more attacteedrganization due
to feelings of moral obligation. Normative commitmbés characterized by the obligations that createsychological
contract between employer and employee. The omdigstare both objective economic exchanges (coatingay,
working overtime, giving notice and high performartased pay) and subjective social exchanges (ge®loyalty, job
security and coworker relationships (Allen & Mey&890). However this study found insignificant, wesnd positive
correlation between job satisfaction and contineasmmmitment. This suggests that participants’gatisfaction may not

relate to their feeling to stay because s/he needs
T-test and analysis of variance (ANOVA)

Organizational Commitment and Gender
Descriptive

Table 5: t-Test for Organizational Commitment and Gender

Sex N Mean | Std. Deviation
Total Organizational | Female | 8 2.0383 .78439
Commitment Male 78 | 2.4714 .69201
Independent Sample t Test T Df Sig. (2-tailed)
Equal variances
Total Organizational| assumed -1.666 84 099
Commitment Equal variances 1503 | 8.157 171
not assumed

As indicated from the table 5 female score (Medh@383, SD =.78439) which is lower than the meanesby
male employees (Mean = 2.4714, SD =.69201). Howethere is no statistical evidence that supporis deference.
Therefore, there is no significant mean differeircéhe levels of organizational commitment expecesh by male and
female employees. This finding is supported by ifigd of Al-Ajmi (2006) who found that there was sinificant

relationship between genders and organizationalngitment in his study. He concluded that men and aomave the
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same level of organizational commitment. Possiblsons for the result will be due to similar natofevork teacher’s
face and similar working environment teachers waukn. Awareness must however, be taken of thetlfiattthe number

of the females who participated in the study magenly 9.3% of the sample. Thus, drawing conclusifsam the results

will have little substance.

Organizational Commitment and Marital Status

Descriptive

Table 6: t-Test for Organizational Commitment and Marital Status

Marital status N Mean | Std. Deviation
Total Organizational | Single 59 | 2.1666 .60026
Commitment Married | 27 | 3.0091 .57152
Independent Sample t test T Df Sig.(2-tailed)
Equal variances
Total Organizational | assumed -6.131 84 000
commitment Equal variances not 6.245 | 52840 000
assumed

In terms of Table 6 the results indicate that thiera significant mean difference in the levelsoajanizational
commitment experienced by single and married engaey Single reported lower levels of organizatiamahmitment
(Mean = 2.1666, SD = 0.60) than married employeearM= 3.00 SD = 0.57152). This study is in linehwiite findings of
Khan.l, Khan, Khan.F, Nawaz, and Bakht Yar (201tB@) reported that Married people have more fawtiljgations and
require more stability and security regarding thelis. Therefore, they are expected to be more dtedrto their current
organization, they are working in, then their unneat counterparts.

Organizational Commitment and Age

Table 7: ANOVA for Organizational Commitment and Age

Age N Mean | Std. Deviation
Under 26 | 34 | 2.0302 57619
26t035 | 37 | 2.4348 .54334
36to45 | 13 | 3.2982 .51802
46t055 | 2 | 3.5417 17678

ANOVA Total Organizational Commitment

Sum of Squares | Df | Mean Square F Sig.
Between Groups 17.706 3 5.902 19.487 | .000
Within Groups 24.835 82 .303

Results depicted in Table 7 highlight that thera sgnificant mean difference in the organizatiamanmitment
levels of employees in the age group 46-55 yeadseanployees in the other age groups. Employedseirmage group 46-

55 years reported significantly higher levels ofjamizational commitment compared to the other adegories with a
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mean score of 3.5417and a SD of 0.17678. Employeesger than 26 years reflect the lowest level rgfaaizational
commitment having a mean of 2.0302and a SD of.5764& may be because of alternative opportunfoeemployees
become limited as their age increase; by this meahancing their commitment with the organizatibeyt are working
for. This finding is supported by findings of (AQdu& Shaw, 1999) suggest that older workers atelyi to experience

higher level of commitment.

Organizational Commitment and Level of Education

Descriptive

Table 8: ANOVA for Organizational Commitment and Level of Education

N Mean | Std. Deviation
BSc/BA 27 | 2.1148 .64253
MSc / MA 54 | 2.5194 .68136
PhD / and above| 5 3.1853 .55580

ANOVA Total Organizational Commitment

Sum of Squares| Df | Mean Square F Sig.
Between Groups 5.966 2 2.983 6.770 | .002
Within Groups 36.575 83 441

From Table 8 the results indicate that there isgaificant mean difference in the organizationaheoitment
levels experienced by employees based on theira¢iduclevels. In this instance, those with educatevels BSc / MA
holders indicated the lowest organizational comreiitrelative to the other education levels. Empésyat this level
reflected a mean score of 2.1148with a SD of.64F&&pondents with a PhD and above reported thessiigavels of
organizational commitment with a mean score of 3318nd a SD of 0.70745. This may be due to workatts higher
educational qualification occupy higher ranks ahdréfore have more responsibilities which alwayguie more

commitment to the organization.

From this one can conclude that University caneaase employee’'s commitment through increasing their
educational qualification. This study is opposedhe findings of (Steers, 1977; Angle and Pernglt9Bateman and
Strasser, 1984; Mathieu and Zajac, 1990; Eskildggistensen and Westlund, 2004) who reported thication is
negatively related to organizational commitmentanieg that the higher the employees’ level of etanahe lower the

employee’s commitment to the organization.

Organizational Commitment and Organizational Tenure

Descriptive

Table 9: ANOVA for Organizational Commitment and Organizational Tenure

N Mean | Std. Deviation
1to 3 Years 36 | 1.9905 .56106
3to5 Years 31 | 2.5963 .64138
Above 5 Years | 19 | 2.9963 54143

Anova Total Organizational Commitment

Sum of Squares| Df | Mean Square F Sig.
Between Groups 13.906 2 6.953 20.154 | .000
Within Groups 28.635 83 .345
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Table 9 shows that there is a significant mearedifice in the organizational commitment level oplayees
with above 5 service years in Arba Minch Universigmpared to the other categories of employees.|ld&ymes with
above 5 years service reflect the highest levebrgfanizational commitment with a mean score of @0@nd SD
0f.54143.Those respondents with between 1 to 3sysarvice reported the lowest level of organizatiaommitment,
indicating a mean score of 1.9905 and a SD of.56I88& is easy to understand because employeeshat®spent most

of their lives with the organization should displagh commitment.
CONCLUSIONS

* Finding of the study indicate that, there is onfyaverage level of overall job satisfaction; whereployees are
most satisfied with the relationship that they hawith their coworkers, nature of the work, commuaiticn,

supervision but least satisfied with the pay arahption that they receive.

» Teachers reported highest mean score on affectivemitment, followed by normative commitment, anérth
continuance commitment has the least score. Thesa recores suggest that some employees felt morg ab
wanting to stay followed by obligation to stay aleds about having to stay with the AMU. From thie gan
conclude that AMU academic staffs decision to stagsn’t mostly derive from the costs associateti \@aving

organization.

* The result from the current research indicate thate is significant positive association betweacets of job
satisfaction; promotion, supervision, fringe betsefcontingent rewards, relationship with coworkerature of
the work and communication with organizational catrment. This indicates that high level of satisfactwith
these facets leads to higher level of employee coment. Furthermore, no significant relationshipswaund
between pay and organizational commitment. One rifxpected finding is that employees of Arba Minch
University were least satisfied with pay and thas@nce of insignificant correlation with organipaial

commitment.

» According to the result of the research, overdil gatisfaction was significantly and positively asated with
affective and normative commitment. This means jblatsatisfaction is strongly related to how empley feel
about wanting to and feelings obligated to, ang stith the organization. This suggests that the emjab
satisfaction, the more employees may want andoiglgated to stay with their organization. The staéso found
insignificant, weak and positive relationship betwejob satisfaction and continuance commitment.s Thi

demonstrates that job satisfaction may not retateotv employees feel about needing to stay.

* Result of T-test and ANOVA revealed that there Egnificant difference in organizational commitrhexcept
gender based on their biographical characteridgiiogployees who are married, have longer tenuressgss high
educational qualification, and are older show mooenmitment than the employees who are single, lgavin

smaller tenures with the organizations, lower digaliand younger in age respectively.
RECOMMENDATIONS FOR ADMINISTRATORS

» For any organization the most important challersg®iretain the talented work force. In order tiretalented
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work force it is very important to identify factotisat affect commitment levels of employees. Gdrerac prove
that higher education is not free from the probleinteachers’ low level of organizational commitmevttich
could result in unfavorable outcomes such as highover, reduced teaching effectiveness and imteit
development of the students. The results of thidyssuggest that there is positive and significqatationship
between job satisfaction and organizational commiitiof academic staffs of Arba Minch University. wiver
job satisfaction levels of academic employees wamyy at average and minimum level of organizational
commitment. As a result to retain talented worlcéomanagement of Arba Minch University should iaseejob
satisfactions level which in turn result in highevel of employee commitment. This can be achietredugh
examining findings obtained for facets of job datiton.

» Findings from this study revealed the mean scorgobnrsatisfaction facets such as pay, promotiomfingent
reward and fringe benefits were below average lekiglwever positive relationships were found between
promotion, contingent rewards and fringe benefitth wrganizational commitment. This suggests insirgathe
satisfaction level of those variables will leadnigher organizational commitment. Therefore, poliegkers and
managers of the University should pay more atteniioimproving promotion, contingent rewards anithide
benefits. For example to improve satisfaction lesfePromotion University administrators should pod®: a fair
chance for promotion, as well as promote interabbl market policy this outlines progression fromtry point
and development as one acquires skills and knowladgtheir working life. Moreover, policy makersdan
managers of University might also decide to male afsa fair rewarding system to recognize thoseleyegs
who perform their job well. Indeed, one would feahly satisfied when he or she obtains a rewardHeir hard

work and outstanding performance.

* Finding also indicates the existence of positidatienship between supervision and organizationatmitment.
This indicated the need for supervisors to provedeouragement and support to employees. Supendssss
need to play an important role in providing suffiti and clear information on work matters as wellim
providing feedback related to work and performarioeaddition, suitable training programs to develmmod
supervisory skills may also be a good investmettédUniversity. Such trainings will be helpfulémhancing the
supervisors’ competencies to provide assistancenumicate, counsel, and advise subordinates orousri
aspects. When employees are satisfied with supenyighey will be psychologically attached and thwiling to

stay or remain with the supervisors.

* Management of the University should consider deayolgic factors that have been identified to haveigant
difference on organizational commitment and incoap® them in employees’ development programs taong
their attitude towards University.

RECOMMENDATIONS FOR FURTHER RESEARCH

 The sample was drawn from only one institution,stliis study may be limited in its generalisibilioy the
findings to whole educational industry in the coyntSo, future research should have to draw sarople
respondents from different higher education instins for the purpose of comparing and generalitiegresults

of the study.
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The present study was conducted on the sampleldicpuniversity teachers only. It can be extendegtivate

University teachers and comparisons can be madebatthem.
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