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Abstract

The study examined relationship between job satisfaction dimensions and organizational
commitment among Nigerian banks employees. Structured questionnaire was used to collect
data from respondents. Judgmental sampling was used to select 10 banks while simple
random sampling method was employed to select seven (7) respondents from each bank
totaling seventy (70) as sample size from Osogbo metropolis. Both correlation and multiple
regressions were used to analyze the data. The result revealed that job satisfaction
dimensions have positive significant relationship with organizational commitment. The result
also revealed that work condition and supervision were independently significant predictors
of organizational commitment. It was concluded that conditions attach to work and
mentoring relationship are the most motivators to Nigerian banker staff. The study therefore
recommended that management of Nigerian banks need to develop strategies to deal with
the needs of those bank staff that experience less job satisfaction and commitment by
improving the conditions attached to their job and given assurance of job security as well as
good mentoring relationship.
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Introduction

Job satisfaction facets have been recognized as powerful motivators that influence
employees’ attitude towards their jobs and various aspects of their jobs. Job satisfaction is
affected by personal and organizational factors, which cause an emotional reaction affecting
organizational commitment (Mowday, Steers & Porter 1979). Gbadamosi (2003) contended
that the more favourable an individual’s attitudes toward the organisation, the greater the
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individual’s acceptance of the goals of the organization, as well as their willingness to exert
more effort on behalf of the organization. Schein, (1996) agreed that motivated employees
are crucial to an organization’s success, and therefore understanding people in their jobs and
what motivates them could be a driving force in strengthening organizational commitment.
Kreitner and Kinicki (2006) defined job satisfaction a global construct or as a constellation of
different dimensions to which the employee reacts affectively. Job satisfaction can be
understood as the way employees feel about their jobs and different aspects of their jobs.
Job satisfaction can be defined also as the extent to which a worker is content with the
rewards he or she gets out of his/her job, particularly in terms of intrinsic motivation (Statt,
2004). While defining organizational commitment, Porter et al., (1974) defined it as “strong
belief in and acceptance of the organizational goals and values, willingness to exert
considerable effort on behalf of the organization, and a definite desire to maintain
organizational membership”. Previous studies (Adekola, 2012; Meyer and Allen's 2007;
Boehman, 2006; Canipe, 2006) on the relationship between commitment and satisfaction
with one’s job indicate that if employees are satisfied they develop stronger commitment to
their work.

Any organization that wishes to achieve its goals need not only to retain talented
workers, but must fully engage them, capturing their minds and hearts at each stage of their
work lives., for Nigerian banks to wax stronger in the mix of global financial crisis and have
access to global markets. Therefore, they cannot afford to neglect essential needs of the
workforce job satisfaction and organizational commitment through pay satisfaction, good
working environment, satisfaction with promotion and recognition as well as good mentoring
relationship.

Literature Review
Organizational commitment has an important place in the study of organizational behavior.
This is in part due to the vast number of works that have found relationships between
organizational commitment and attitudes and behaviors in the workplace (Meyer and Allen,
2007). Organisational commitment has attracted considerable interest as attempts have
been made to better understand the intensity and stability of an employee’s dedication to
the organisation (Lumley 2010). Meyer and Allen's (2007) three-component model of
commitment was created to argue that commitment has three different components that
correspond with different psychological states. Meyer and Allen created this model for two
reasons: first "aid in the interpretation of existing research" and second "to serve as a
framework for future research." Their study was based mainly around previous studies of
organizational commitment. Meyer and Allen’s research indicated that there are three "mind
sets" which can characterize an employee's commitment to the organization, namely;
affective, continuance and normative commitment. Commitment can be seen as an affective
point of reference towards the organisation (affective commitment), acknowledgement of
the consequences of leaving the organisation (continuance commitment), and an ethical
responsibility to stay with the organisations (normative commitment). It is believed that
affectively committed employees will continue to work with great devotion on voluntary
basis, continuance commitment ensures that employees retain their organizational
membership, however those who are normatively committed usually feel obligation on their
part to stay in the organization.

Mathieu and Zajac (1990) believed that developing a better perception of the
progression associated with organisational commitment has an effect on employees, and
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organisations. They agreed that the level of employees’ organisational commitment will be
enhanced if they are better motivated through both extrinsic rewards and psychological
rewards. Katz & Kahn (1978) are of opinion that organisational commitment is generally
assumed to reduce abandonment behaviours, which include tardiness and turnover. They
went further to say that employees who are committed to their organisation may be more
willing to participate in ‘extra-role’ activities, such as being creative or innovative, which
frequently guarantee an organisation’s competitiveness in the market. Employees who are
committed to their organizations may easily accept and adhere to the organizational
objectives and goals (Valentine et al., 2002).

Job satisfaction

The term job satisfactions refers to the attitudes and feelings people have about their work.
Positive and favorable attitudes towards the job indicate job satisfaction. Negative and
unfavorable attitudes towards the job indicate job dissatisfaction (Armstrong, 2006).

Job satisfaction could be defined as a pleasurable emotional state resulting from the appraisal
of one’s job, or an attitude towards one’s job. Locke (1976) defined job satisfaction as “... a
pleasurable or positive emotional state resulting from the appraisal of one’s job or job
experience.” That is, it is the discrepancy between what an employee values and what the
situation provides. Job satisfaction is a worker’s sense of achievement and success on the job.
It is generally perceived to be directly linked to productivity as well as to personal well-being.
Job satisfaction implies doing a job one enjoys, doing it well and being rewarded for one’s
efforts. Job satisfaction further implies enthusiasm and happiness with one’s work. Job
satisfaction is the key ingredient that leads to recognition, income, promotion, and the
achievement of other goals that lead to a feeling of fulfillment (Kaliski, 2007).

According to Robbins (2003), there are four primary factors that determine job
satisfaction. The first determinant is equitable rewards, which refers to the pay and
promotion systems that employees perceive as fair and in line with their expectations (related
to the equity theory). When employees perceive their promotion and pay systems to be fair
and to be based upon pay standards and individual skill levels, they are most likely to
experience a feeling of satisfaction. The second determinant is supportive working conditions.
Employees do not prefer to work in work environments that are dangerous but in work
environments that are comfortable and safe. Moreover, many employees prefer to work as
close to home as possible and with adequate tools to successfully complete their tasks. Next
determinant is to have mentally challenging work. Jobs that are boring, dull, and have little
challenge often create boredom with employees. Contrasting, jobs that are too challenging
and demanding often create feelings of failure and frustration. Employees like jobs that can
give them opportunities where they can use their capabilities, knowledge, and skills and jobs
that offer a variety of tasks, freedom, and feedback. The last determinant is supportive
colleagues. While Locke (1976) presented a summary of job satisfaction dimensions that have
been established to contribute significantly to organizational commitment, the particular
dimensions represent characteristics associated with job satisfaction. The dimensions are
work itself, pay, promotions, recognition, working conditions, benefits, supervision and co-
workers. This is postulated to influence employees’ opinion of “how interesting the work is,
how routine, how well they are doing, and, in general, how much they enjoy doingit” (Lumley,
2010). Morrison, (2008) advocated that job satisfaction improved better performance and
reduced withdrawal and counter-productive behaviours. In the same view Spector (2008)

75



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN ECONOMICS AND MANAGEMENT SCIENCES

Vol. 2, No. 6, 2013, E-ISSN: 2226-3624 © 2013

agreed that job satisfaction influenced an organisation’s well-being with regard to job
productivity, employee turnover, absenteeism and life satisfaction.

Empirical Studies on the Relationship Between Job Satisfaction and Organizational
Commitment

A number of previous researchers have reported mixed findings on the relationship between
job satisfaction and organizational commitment. For instance, A study conducted by Dirani
and Kuchinke (2011) produced results indicating a strong correlation between job satisfaction
and job commitment and that satisfaction was a reliable predictor of commitment. According
to the study conducted by Gunlu, Ebru; and Aksarayli, (2010) on Job satisfaction and
Organizational commitment of hotel managers in Turkey, the findings indicate that extrinsic,
intrinsic, and general job satisfaction have a significant effect on commitment. Loui (1995)
examined the relationship between job satisfaction and organizational commitment among
109 workers and reported that there are positive relationship between organizational
commitment and job satisfaction. A study by Rajendran and Raduan (2005) showed the same
result that is job satisfaction has a positive influence on affective and normative commitment.
Also, Adnan, Riaz and Muhammad (2010) conducted a study to find out the antecedents of
Job satisfaction in telecom sector and result established a positive relationship between job
satisfaction and commitment.

However, Curry, Wakefield, Price and Mueller (1986) found no significant relationship
between job satisfaction and organizational commitment. Also Tella; Ayeni; and Popoola
(2007) conducted a study on Work Motivation, Job Satisfaction, and Organisational
Commitment of Library Personnel in Academic and Research Libraries in Oyo State, Nigeria.
The findings of this study revealed that a correlation exists between perceived motivation,
job satisfaction, and commitment, but correlation between motivation and commitment was
negative.

It is on this note that this research paper wishes to examine the relationship and effect
of job satisfaction dimensions on organizational commitment among Nigerian banks’
employees with special reference to the selected banks in Osun state, Nigeria.

Research Questions
i. Do job satisfaction dimensions have positive relationship with organizational
commitment?
ii.  Does pay predict organizational commitment?
iii.  Does promotion predict organizational commitment?
iv.  Does working condition predict organizational commitment?
v. Does supervision predict organizational commitment?
vi. Do co-workers predict organizational commitment?

Methodology

Research design and Sources of Data

Structured questionnaire was used to collect data from respondents. Judgmental sampling
was used to select 10 banks while simple random sampling method was employed to select
seven (7) respondents from each bank totaling seventy (70) as sample size from Osogbo
metropolis. The instruments used in this study are:
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Organizational Commitment Scale (OCS): This scale will be used to measure respondents’
organizational commitment levels. It was developed and validated by Allen and Meyer (1990).
It is a 5-point Likert type rating scale with the following degree of response: Strongly agree
(5); Agree (4); Uncertain (3); Disagree (2); and Strongly disagree (1). It consists of 24 items:
items 1-8 measure affective commitment; 9-16 measure continuance commitment, and 17-
24 measure normative commitment. The aggregate scores of respondents as well as their
composite scores for each of the three factors will be computed. It was reported that
reliabilities coefficients ranging from .78-.81 (affective commitment); .54-.75 (continuance
commitment) and .67-.78 (normative).

Job Satisfaction Questionnaire: Job Satisfaction Questionnaire measured with five items
taken from William & Anderson (1991) measure of JS ( a= .88). In the current study, JSQ scale
reported a= .73 for Cronbach scale reliability estimate. Evidence for high validity of the scale
rests upon the nature of the individual items (i.e., “face” validity), and when applied to two
groups, personnel and non-personnel, which could reasonably be assumed to differ in job
satisfaction, the mean difference of 11.5 points, and the variance were significant at the .01
level. The scale includes items such as, “I feel fairly well satisfied with my present job,” “Most
days | am enthusiastic about my work,” and “Each day of work seems like it will never end”
(reversed scored). The response format ranged from 1 (“strongly disagree”) to 5 (“strongly
agree”), yielding a possible range of scores between 5 and 25. The average score on the items
was the participant’s score of overall JS.

Pay Satisfaction Questionnaire (PSQ): This scale was used to measure pay satisfaction levels
of respondents. The scale was developed and validated by Hememan and Schwab (1985). It
is a Likert type scale anchored on 5-point rating scale. Its response format ranges from “very
satisfied” (5) to “very dissatisfied” (1). The scoring procedure indicates that the higher the
score, the higher the pay satisfaction and the lower the score, the lower the pay satisfaction.
The PSQ consists of four items of satisfaction with pay level scale with reliability alpha
coefficient of .83

Promotion Questionnaire Scale: Promotion scale was developed and validated by Spector
(1985) and the scale uses four items (a = .73). It is a Likert type scale anchored on 5-point
rating scale. Its response format ranges from “strongly disagreed (5) to “strongly agreed” (1).
The scale includes items such as, ‘there is readily too little chance for promotion on my job’,
‘those who do well on the job stand a fair chance of being promoted’, ‘I am satisfied with my
chances for promotion’ and ‘ people get a head as fast here as they do in other places’.
Supervision Satisfaction Questionnaire: This scale was developed and validated by Spector
(1985) and was measured using the four items (a =.82). It is a Likert type scale anchored on
5-point rating scale. Its response format range from “strongly disagreed (5) to “strongly
agreed” (1). The scale includes items such as, ‘my supervisor is quite competent in doing
his/her job’, ‘my supervisor shows tool little interest in the feeling of subordinates’, ‘my
supervisor is fair to me’ and ‘I like my supervisor’

Work Group Questionnaire: This scale was developed and validated by (Robbin, 2003) and
measured the extent to which colleagues contribute to increased job satisfaction. This was
measured using four-item (a = .60). It is a Likert type scale anchored on 5-point rating scale.
Its response format range from “strongly disagreed (5) to “strongly agreed” (1). The scale
includes items such as, ‘| like people | work with’, ‘l enjoy my co-workers’ and ‘I find | have to
work harder at my job because of the incompetence of people | work with’.

Work Condition Questionnaire: Work condition questionnaire was developed and validated
by Spector (1985) and measured the extent to which environmental factors influence job
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satisfaction. This was measured using four-item (o = .78). It is a Likert type scale anchored on
5-point rating scale. Its response format range from “strongly disagreed (5) to “strongly
agreed” (1). The scale includes items such as, ‘ the culture and emotional climate of the
institution is generally positive and supportive’, ‘I believe in and take pride in my work and
my work place’, ‘I feel like | am part of a team (share mission, value, efforts and goals)’ and
‘the atmosphere in facilities services helps me do a good job’.

Data collected were analyzed using correlation and Regression analysis with the aid of
Statistical Package for Social Sciences (SPSS) software version 20.
Model specification
Based on the literature discussed above, the research model illustrated in mathematical form
for this study consists of five set of variables: pay, working condition, supervision, work group
and promotion. These variables are hypothesized to impact significantly on organizational
commitment. The general form of the model was as follows: OC = a + B1X1 + B2X2+ B3X3+
B4X4+ B5X5+e Where, OC = Organizational commitment; X1 = Pay; X2 =Working condition;
X3 = Supervision; X4 = Work group; and X5 = Promotion. And a is constant and 1, B2, B3, B4,
and B5 are coefficient to estimate, and e is the error term.

Data Analysis and Result Interpretation
Table 1:
Means, Standard Deviations and Correlations For All Variables

Variabl | Mea | SD 1.0rganizati | 2.Pay 3.Work | 4.Work 5.supervisi | 6.Promoti
e n onal conditio | group on on
commitmen n
t
1. 4.34 | 0.738 | 1.000 0.925* | 0.937** | 0.923** 0.908**, 0.872**
2 *
2 431 | 0.771 1.000 0.866** | 0.975** 0.838** 0.900**
5
3 441 |0.691 1.000 0.860** 0.860** 0.808**
4
4 4.31 | 0.752 1.000 0.833** 0.897**
4
5 4.35 | 0.742 1.000 0.782**
7
6 4.28 | 0.744 1.000
5

Note **P<.01

The result in table 1 shows that there is positive relationship job satisfaction dimensions ( pay,
work condition, work group, supervision and promotion) and organizational commitment
with r = 0.925, 0.937, 0.923, 0.908 and 0.872 : df = 69; P<.01 respectively. This implies that
the higher the job satisfaction in term of good pay package, good work condition, contribution
of colleagues, good supervision and regular promotion the higher the of level of commitment
among Nigerian banks employees. This finding is in line with (Adekola, 2012; Dirani and
Kuchinke, 2011; Gunlu et al, 2010 and Mohammed, 2005) who found the positive relationship
between job satisfaction and organizational commitment.

78



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN ECONOMICS AND MANAGEMENT SCIENCES

Vol. 2, No. 6, 2013, E-ISSN: 2226-3624 © 2013

Furthermore, mean of work condition is 4.414 followed by supervision (4.357); pay
(4.315); work group (4.314) and promotion (4.285). This indicates that work condition is the
most motivator to Nigerian bankers followed by good supervision, well pay package,
contribution of colleagues and regular and steady promotion respectively.

Table 2.
Multiple Regression Analysis Table Showing Job Satisfaction Dimensions And Organizational
Commitment

Variable Coefficient Std. error T Sig.
-con -0.190 0.146 -1-299 0.199
Pay 0.145 0.138 1.052 0.297
Work 0.399 0.081 4914 0.000
condition 0.185 0.137 1.349 0.182
Work group | 0.215 0.069 3.114 0.003
Supervision | 0.096 0.070 1.364 0.177
Promotion

R2 0.943

Adj. R? 0.938

Probability 0.000

F 211.440

The result in table 2 shows that the predictors variables (pay, work condition, work group,
supervision and promotion) were significant joint predictors of organizational commitment
(F(5, 64) = 211.440; R? = 0.943; P<.01). The predictor variables jointly explained 94.3%
variance of organizational commitment. Work condition (B = 0.399; t = 4.914; P <.01) and
supervision (B = 0.215; t = 3.114; P <.01) were significantly independent predictor of
organizational commitment. This implies that good work condition and effective supervision
have significant impact on organizational commitment. This result is conform to Luthans
(1998) who asserted that, if people work in a clean, friendly environment they will find it
easier to come to work. If the opposite should happen, they will find it difficult to accomplish
tasks. Also, Robbins, (2008) agreed that the quality of the supervisor-subordinate relationship
will have a significant, positive influence on the employee’s commitment. Moreover, Pay (B =
0.145; t = 1.052; Pns); work group (B = 0.185; t = 1.349; Pns) and promotion (B = 0.096; t =
1.364; Pns) have positive impact on organizational commitment but not significant. This
indicates that increase in pay, contribution of colleague and promotion are not the most
important motivators to Nigerian bankers.

This result is contrary to Curry, Wakefield, Price and Mueller (1986) and Tella; Ayeni; and
Popoola (2007) who found negative relationship between job satisfaction and organizational
commitment.

Conclusion and Recommendations

The study examined relationship between job satisfaction dimensions and organizational
commitment among Nigerian banks employees. The result revealed that job satisfaction
dimensions have positive significant relationship with organizational commitment. The result
also revealed that work condition and supervision were independently significant predictors
of organizational commitment. This indicates that conditions attach to work and mentoring
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relationship are the most motivators to Nigerian bank staff. It has been discovered from the
result that pay, work group, and promotion have not significantly impacted on organization
commitment. The study therefore recommended that management of Nigerian banks need
to develop strategies to deal with the needs of those bank staff that experience less job
satisfaction and commitment by improving the conditions attached to their job and given
them assurance of job security as well as good mentoring relationship.
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