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Abstract This paper investigated the association between job satisfaction and organizational commit ment in the
area of health in Nigeria. The objectives of this study were to determine whether reward system, job meaningfulness,
job related stress, training were predictors of organizational commit ment and also to establish the significant
relationship between supervisory roles, and job related stress and organization commit ment. The study employed
survey research. Primary data was used for the study with questionnaires as research instrument. The subjects of this
study were three hundred and thirty employees in the service of Federal Medical Centre in Ido- Ekiti, Ekiti state
Nigeria. The hypotheses formulated for the study were tested using correlation analysis, regression analysis, T-test
and analysis of variance with the aid of Statistical Package for Social Sciences (SPSS). The findings of the study
revealed that the joint effect of independent variables (Reward system, Job related stress, Job meaningfulness,
Training, and Supervisory role) jointly and independently predicted Organizational commit ment. The research also
indicated that there was a significant relationship between reward system and organizational commit ment. There was
also a significant difference between training and organizational commit ment. Based on the findings of this study it
was recommended that the management should try as much as possible to give constant attention to things that can
enhance job satisfaction. Also, promotion and recruitment should be based on merit, performance on the job,
initiative, educational qualifications and experience.
Keywords: job satisfaction, training, job meaningfulness, reward system, organizational commitment

1. Introduction
Facing of the tide of globalization, one of the major
challenges for human resource professionals is how to
gain organizational co mpetit ive advantage in the rapidly
changing environment. For any organization, an
appropriate manpower structure is one approach to
maintain effective organizational performance [1].
Job satisfaction can be defined as an affective response
to one’s job while organizational co mmit ment is the
degree to which a worker identifies with an organization
and is committed to achieving its goals and objectives. A
strong positive correlation between job satisfaction and
organizational co mmit ment has been reported in various
studies [2,3,4,5,6] .There had been however a controversy
as to the causal nature of these two constructs. Some
researchers support the fact that job satisfaction causes
organizational co mmit ment [3,5,7], others believe that it is
the other way round [8,9]. Yet others have argued that the
relationship between the two constructs are mutual [2].
This study therefore examines the relat ionship between
job satisfaction and organizational co mmit ment among
health workers in Nigeria.

1.1. Objectives of the Study
The general objective of this study is to ascertain the
nexus between job satisfaction and organizational
commit ment among health workers. Other objectives
include:
1. To ascertain whether the measures of job satisfaction
considered in this study are predictors of organizational
commit ment.
2. To assess the main and interaction effect of reward
system and job meaningfu lness on organizational
commit ment.
3. To determine the significant association between
supervisory role and organizat ional co mmit ment.
4. To analyse the significant relat ionship between
reward system and organizat ional co mmit ment.
5. To study the significant difference between job
mean ingfulness and organizational co mmit ment.
6. To determine the nexus between job related stress
and organizational co mmit ment.
1.1.1. Hypotheses
The hypotheses of this study are as stated below:
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1. Ho: Reward system, job related stress, job
mean ingfulness, training and supervisory role will not
jointly and independent predict organizational commit ment.
H1: Reward system, job related stress, job
mean ingfulness, training and supervisory role will jointly
and independent predict organizational co mmit ment.
2. Ho: There will not be main and interaction effect of
reward system and job meaningfulness on organizational
commit ment.
H1: There will be main and interaction effect of
reward system and job meaningfulness on organizational
commit ment.
3. Ho: There will not be a significant relat ionship
between supervisory role and organizational co mmit ment.
H1: There will be a significant relationship between
supervisory role and organizat ional co mmit ment.
4. Ho: There will not be a significant relat ionship
between reward system and organizational co mmit ment.
H1: There will be a significant relationship between
reward system and organizat ional co mmit ment.
5. Ho: There will not be a significant difference
between job
meaningfulness and organizational
commit ment.
H1: There will be a significant difference between
job meaningfulness and organizational co mmit ment.
6. Ho: There will not be a significant relat ionship
between job related stress and organizational co mmit ment.
H1: There will be a significant relationship between
job related stress and organizational co mmit ment.

2. Literature Review and Conceptual
Framework
At times, emp loyees may not leave an organization
even when they are dissatisfied or do not feel co mmitted
to the organization. This makes studying the two variables
serve an even greater importance. When workers are
dissatisfied, this may create grievances, which can lead to
a lo wer level of organizational co mmit ment. In turn, this
may result in severe consequences such as labour strikes.
Another reason why we are interested in studying whether
job satisfaction would lead to organizational co mmit ment
is because this may increase productivity. With an
improvement in p roductivity, organizat ions will operate
better and have higher growth, which is an important goal
for most organizat ions. Thus, a manager should
investigate their employees’ level of satisfaction, wh ich
can signal whether there is co mmit ment fro m their
workers.
Analyzing the relationship between job satisfaction and
organizational co mmit ment is particularly crucial
nowadays, as people often do not work at the same
organization or job throughout their lifetime. It is also
sometimes hard to find suitable people for certain
positions. So once an ideal candidate is chosen,
organizations will like to make a great effo rt to retain
those employees. If t wo emp loyees exh ibit d ifferent levels
of job satisfaction and that job satisfaction can be proven
to lead to organizational co mmit ment, the employer will
likely hire the employee with the higher level of job
satisfaction. This is because the employer can expect the
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more satisfied individual to stay with the organization.
Another reason as to why satisfaction will lead to
commit ment is that a higher level of job satisfaction may
lead to a better family life and a reduction in stress. The
reason is because an employee’s feelings of jobs
satisfaction may affect h is or her emot ions. This feeling
will affect the worker’s behaviours inside and outside the
organization.
When a worker is dissatisfied with his or her job, the
emp loyee may have negative emotions. The consequence
is that he or she may start to think about quitting. The
decision process will begin with the indiv idual identify ing
and evaluating alternatives, about whether to quit or to
stay on in their job. The sequence of decisions will change
the employee’s commit ment level. Managers would be
most interested in knowing about the relationship between
job satisfaction and organizational co mmit ment, because it
would become clear as to how important and worthy it
would be to retain their most satisfied employees. In turn,
having this knowledge would motivate managers to satisfy
their emp loyees. This would ult imately benefit the
organization, as it is expected that these same emp loyees
will be h ighly co mmitted. When emp loyees are committed,
their personal goals may go in line with those of the
organization that they work for.
Much of the interest in assessing and analyzing
emp loyee satisfaction stems fro m a concern about possible
on-the-job behavioural consequences [10]. Low level of
job satisfaction among employees have been shown to
produce various undesirable behaviours, such as using the
organization’s time to pursue personal tasks,
psychological and practical withdrawal fro m the job, and
behavioural changes that alter the work place environ ment
[10]. Additional negative consequences associated with
low levels of job satisfaction include attendance problems,
higher rate of turnover, early retirements, lack of act ive
participation in the job task, and psychological withdrawal
fro m work [10,11,12]. [11] defines job satisfaction as “the
degree to which a person likes his/her job”, while [13]
define the term as “the fulfillment of grat ification of
certain needs that are associated with one’s work”.
Emp loyees are better satisfied with their jobs when they
are adequately recognized for a job well done and when
they have an opportunity to contribute to policies and
procedures of the organization [14].
Good wo rking conditions are positively related to
organizational co mmit ment. Clean, attractive surroundings,
enable employees to perform their work s moothly and
thus are likely to have a positive impact on organizational
commit ment. Research by [15] found that the general
working conditions were significantly related to
organizational co mmit ment. A lso, although commit ment
might not be the intended or at least the most obvious
objective of train ing, it can nevertheless be influenced in
the process. The provision of training and development
sends a message to the employees that the organization
cares about them and supports them, and this is likely to
lead to increased organization commit ment. Research
findings have revealed a positive relat ionship between
organizational co mmit ment and training opportunities.
Satisfaction with supervision is also likely to be an
important predictor of organizational co mmit ment among
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health workers. This is because supervisors create much of
a subordinate’s work environ ment. Thus, supervisors play
a crucial role in the perception employee form about the
organization’s supportiveness and the extent to which they
can be trusted to look after their interests.
Furthermore, provid ing high co mpensation could lead
to higher organizational co mmit ment through a variety of
reasons. First, it allo ws the organization to attract a larger
pool of applicants fro m wh ich to recru it. Second, high
compensation serves as an indication of how much an
organization values its people, thereby enhancing their
self-worth and feelings of importance. Third tying
compensation to performance mot ivates the employees to
exert mo re effort on behalf of the organizat ion. For these
reasons, high compensation that is tied to organizational
performance is predicted to lead to increase levels of
organizational co mmit ment.

agree (5) to strongly disagree (1). The alpha reliability
coefficients for reward system was 0.84, job related stress
was 0.76, job meaningfu lness was 0.80, training was 0.59
and supervisory role was 0.71. Section G measured
organizational co mmit ment. The scale for organizational
commit ment was adapted from organizational co mmit ment
questionnaire wh ich was developed by [17]. The scale is a
fourteen item questionnaire ranging fro m strongly agree (5)
to strongly disagree (1).
The instruments were revalidated, and the cronbach
alpha reliab ility coefficients gave the following results:
Reward System -.56, Job Related stress-.90, train ing-74,
supervisory role- 83, organizational co mmit ment- 84.

3.5. Data Presentation and Analyses
Table 1 Showing the descriptive statistics of demographics

3. Methodology
3.1. Research Design
This study adopted a survey research design which
measured two variables, independent variable and
dependent variable. The independent variable was job
satisfaction (Reward system, Job related stress, Job
mean ingfulness, Training, and Supervisory role) and the
dependent variable was organizational co mmit ment.

3.2. Sample
The sample of this study comprised three hundred and
thirty employees of Federal Medical Centre, Ido Ekit i,
Ekiti State Nigeria. The samples were randomly selected
across different cadres at the centre. A total of three
hundred and sixty questionnaires were distributed, with a
number o f three hundred and thirty found usable and were
analysed. The subjects consist of one hundred and sixty
males and one hundred and seventy females with age
ranged between below 25 and above 45.

3.3. Data Analyses
The demographic information was analysed using
frequency counts and simple percentage. The hypotheses
for this study were analysed using correlation analysis,
regression analysis, t-test and analysis of variance.
Hypothesis 1 was analysed using mu ltiple regression,
hypothesis 5 was tested using t-test, hypotheses 3, 4 and 6
were analysed using Pearson correlation and hypothesis 2
was analysed using analysis of variance.

In Table 1, the Male respondents were 160 (48.5%)
while their Female counterparts were 170 (51.5%)
respectively. The table also shows that 140 (42.4%) were
with Age less than 25 years, 92 (27.9%) were within 2635 years, 60 (18.2%) were within 36-45 years, 38 (11.5%)
were above 45 years respectively. The table indicates that
44 (13.3%) respondents possesse Post Graduate cert ificate
e.g. M.sc, 199 (60.3%) had B.sc, HND, 22 (6.7%) had
OND, NCE cert ificate, 65 (19.7%) had Secondary school
leaving certificate.

3.6. Hypotheses Testing
Hypothesis 1
H1: Reward system, Job related stress, Job meaningfulness,
Training, and Supervisory role will jointly and independently
predict Organizat ional co mmit ment.
Table 2. Summary of re gression analysis showing reward system, job
relate d stress, Job meaningfulness, Training, and Supervisory role
on Organizational commitment

3.4. Instruments
The study used a survey questionnaire div ided into
seven sections. Section A centres on the demographic
informat ion, wh ile sections B to F measured job
satisfaction in terms of reward system, job related stress,
job meaningfulness, training, and supervisory role
respectively. The scale for job satisfaction was adapted
fro m a scale developed by [16] which is a twenty five item
scale with a Likert scoring format ranging fro m strongly

It was shown in the table above that the joint effect of
independent variables Reward system, Job related stress,
Job meaningfulness, Training, and Supervisory role
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jointly p redicted Organizational co mmit ment was
significant (F(5,324) = 38.575; R = .611, R2 = .373, Adj.
R2 = 0.363; P < .05). About 37% of the variation was
accounted for by the independent variables.
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Hypothesis 1b: Reward system, Job related stress, Job
mean ingfulness, Training, and Supervisory role will
independently predict Organizational co mmit ment.

Table 3. Summary of independent pre diction of Re ward system, job related stress, job meaningfulness, training and supe rvisory role on
organizational commitment.

The result above shows the relative contribution of each
of the independent variables on the dependent:
Reward system (β = .116, P <.05), Job related stress (β
= .244, P <.05), Job meaningfu lness (β = .247, P <.05),
Train ing (β = .181, P <.05), and Supervisory role (β = .132,
P <.05) , respectively.

Hence, all the independent variables were found to be
significant.
Hypothesis 2
H2: There will be main and interaction effect of reward
system and job meaningfu lness on organizational
commit ment.

Table 4. Summary of ANOVA showing the main and interaction effect of reward system and job meaningfulness on organizational commitment

Table 4 showed that there was main effect o f reward
system and job meaningfulness on Organizational
Co mmit ment, however, there was no interaction effect of
reward system and job meaningfulness on organizational
commit ment (F(3,326) = 1.464, P > .05). The result
obtained did not fully support the hypothesis.
Hypothesis 3
H3: There will be a significant relat ionship between
supervisory role and organizat ional co mmit ment.
Table 5. Summary table showing the relationship be tween
organizational commitment and supervisory role

It is shown in Table 5 that there was a significant
relationship between supervisory role and organizational
commit ment(r = .397**, N= 330, P < .01). The result
therefore supports the hypothesis that states that there is a
significant relationship between the nature of supervisory
role and organizational co mmit ment.
Hypothesis 4

H4: There will be a significant relat ionship between
reward system and Organizat ional co mmit ment.
It is shown in Table 6 that there was significant
relationship between Organizational co mmit ment and
Reward system (r = .370**, N= 330, P < .01). The result
therefore supports the hypothesis that states that there is a
significant relationship between reward system and
organizational co mmit ment.
Table 6. Summary table showing the significant relationship between
Re ward system and Organizational commitment

Hypothesis 5
H5: There will be a significant difference between Job
mean ingfulness Organizational co mmit ment.
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Table 7. Summary table showing the significant diffe rence between
Job meaningfulness and Organizational commitment

3.8. Recommendations

It is shown in Table 8 that there was a significant
relationship between job related stress and organizational
commit ment (r = .364**, N= 330, P < .01). The hypothesis
is accepted.

The following are reco mmended based on the findings
fro m this study.
● The management should try as much possible to give
constant attention to matters that can enhance job
satisfaction. This is necessary because a frustrated staff
who had long been very committed in carrying out his or
her duties can be involved in sharp practices wh ich can
cause huge problems for the hospital.
● Pro motion and recruit ment should me based on merit,
performance on the job, init iative educational qualification
and experience. Ho wever, educational qualificat ion wh ile
on the job should be given an edge over others. This will
serve as compensation for staff who utilize leisure in
reading and such employees would become more
innovative and contribute meaningfu lly to the growth of
the organization.
● Management should see to the possible increase to
review the allowances of emp loyees especially transport,
housing and food subsidy.
● The organization should encourage its members to
attend seminars, workshops and the like so that their
administrative behaviour could be positively modified
towards achieving organizational goals and objectives.

3.7. Conclusion

References

The above table showed that there is a significant
difference between job meaningfulness and organizational
commit ment (Crit -t =1.96, Cal.t = 5.861, df = 328, P < .05
level of significance). The hypothesis is therefore accepted.
Hypothesis 6
H6: There will be a significant relat ionship between Job
related stress and Organizational co mmit ment.
Table 8. Summary table showing the significant relationship between
Job related stress and Organizational commitment

This study examined the association between job
satisfaction and organizational co mmit ment among health
workers in Nigeria. The result of this study revealed that
highly co mmitted members are likely to continue their
work with their current workplace, and at the same t ime,
they are likely to put more effort on wo rk assigned to
them and thereby perform at higher levels than their
uncommitted counterparts.
This is an important finding offering a substantial
contribution to theory development with respect to
organizational co mmit ment. Previous research has
suggested that organizational co mmit ment and job
satisfaction could have differential effects on individuals
in the workplace [2,3,4,5,6]. The results also suggest that
management might be able to increase the level of
commit ment in the organizat ion by increasing satisfaction
with co mpensation policies and work condition.
Fro m the analysis carried out, it can be concluded that
reward system, job related stress, job mean ingfulness,
training, and supervisory role jointly predicted
organizational co mmit ment. This indicates that all the five
dimensions of job satisfaction adopted for this study were
predictors of organizat ional co mmit ment. Supervisory role
was also positively correlated with organizational
commit ment. This means that the degree and intensity of
supervision can affect the commit ment of employees to
the organization. The study confirmed the hypothesis that
reward system has an association with organizational
commit ment. This research supported the fact that there is
a significant difference in co mmit ment of employees that
attach meaningfulness to job they are performing on daily
basis. The study showed that there is a link between
inherent stress in a particular job or task and commit ment
to the organization.

[1]
[2]
[3]
[4]
[5]

[6]
[7]
[8]
[9]
[10]
[11]
[12]

[13]

[14]

Jones, G. R. (2007). Organizational Theory, Design, and Change
(5th ed.). Upper Saddle River, New Jersey: Prentice Hall.
Price, J., & Mueller, C. (1981). A causal model of turnover for
nurses. Academy of Management Journal, 34, 543-565.
Mathieu, J., & Zajac, D. (1990). A review of meta-analysis of the
antecedents, correlates, and consequences of organizational
commitment. Psychological Bulletin, 108, 171-194.
Lok, P., & Crawford, J. (2001). Antecedents of organizational
commitment and the mediating role of job satisfaction. Journal of
Managerial Psychology, 16, 594-613.
Williams, L. J., & Hazer, J. T. (1986). Antecedents and
consequences of satisfaction and commitment in turnover models:
A re-analysis using latent variable structural equation methods.
Journal of Applied Psychology, 71, 219-231.
McNeese-Smith, D. K. (2001). A nursing shortage: Building
organizational commitment among nurses. Journal of Health Care
Management, 46, 173-186.
Steers, R. M. (1977). Antecedents and outcomes of organizational
commitment. Administrative Science Quarterly, 22, 46-56.
Bateman, T . S., & Strasser, S. (1984). A longitudinal analysis of
the antecedents of organizational commitment. Academy of
Management Journal, 27, 95-112.
Vandenberg, R., & Lance, C. (1992). Examining the causal order
of job satisfaction and organizational commitment. Journal of
Management, 18, 153-167.
Camp, S. D. (1994). Assessing the effects of organizational
commitment and job satisfaction on turnover: An event history
approach. The Prison
Journal, 74(3), 279-305.
Lambert, E. G. (2004). The impact of job characteristics on
correctional staff members. The Prison Journal, 84(2), 208-227.
Tewksbury, R., & Higgins, G. E. (2006). Examining the effect of
emotional dissonance on work stress and satisfaction with
supervisors among correctional staff. Criminal Justice Policy
Review, 17(3), 290-301.
Lambert, E. G., Barton, S.M. and Hogan, N.L. (1999). The
missing link between job satisfaction and correctional staff
behaviour. The issue of organizational commitment. American
Journal of Criminal Justice, 24(1), 95-116.
Slate, R.N., Wells,T.L. and Johnson, W.W.(2003). Opening the
manager’s door: State probation officers stress and perception of

Journal of Business and Management Sciences
workplace decision making. Crime and Delinquency, 49(4), 519541.
[15] Painter,J. and Akroyd, D. (1998). Predictors of Organizational
Commitment among occupational therapists. Occupational
Therapy in Health Care, 11(2), 1-15.
[16] Getahun and likerts, T ewksbury, R., & Higgins, (2006).
Examining the effect of emotional dissonance on work stress and

23

satisfaction with supervisors among correctional staff. Criminal
Justice Policy Review, 17(3), 290-301.
[17] Porter, L. W., & Smith, F. J. (1981). The etiology of
organizational commitment. Unpublished paper. University of
California, Irvine.

