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Organizational Commitment of Administrator and
Faculty of State Universities in Region IlI

Katherine B. Parangat, Domingo C. Edafio

Abstract- The study focused on the investigation of the extent of organizational commitment among administrators and faculty members in
selected State Universities (SUs) in Region lll. Descriptive research design was utilized by the researcher in the analysis and interpretation of
data. The questionnaire was the main instrument in gathering data and were adapted from the works of Meyer & Parfyonova (2010) Three
Component Model of Organizational Commitment. Govindasamy (2009) Factors Influencing Organizational Commitment. They have done in
depth study on the subject matters. Major findings reveal that administrator and faculty-respondents agreed that Continuance Commitment and
Normative Commitment exist in State Universities in Region 1ll while moderately agreed on the existence of Affective Commitment. Both the
administrator and faculty-respondents agreed that Leadership Traits, Employee Relations, Knowledge Sharing, Task Orientation, Compensation
and Incentives, Performance Management and Promotion; and Opportunities of Training and Development are factors affecting the extent of
organizational commitment in State Universities in Region Ill. A significant difference determined in the assessment of extent of organizational
commitment between administrators and faculty respondents in terms of normative commitment; leadership traits, employee relations,
knowledge sharing and performance management and promotion. In light of the findings of the study, it is recommended that the management’s
human resource policies can find new creative ways to support, motivate, provide more flexibility to employees’ work and ideas are received
thus making them really significant members of the workforce and commit further in the institution. The university management confer extra
workload and task (e.g. designation and assignment) to employees provided they are well compensated and are satisfied, confirm to employees
their many obligations but with freedom and the empowerment in completing their assigned tasks as long as this is not abused and in-line with
the organization’s policies. Assure employees that university plans (e.g., faculty development) manifest equality and equity. Guarantee the
active promotion of exchange of knowledge to build sufficient cooperation in various colleges and departments and to benefit from work
experience with each other. Give the employees the liberty to take part on decision making that can help or contribute to attainment of goals.

Keywords — organizational commitment, affective, continuance, normative

Organizational commitment is one of the most
prominent work attitudes examined in the work and
organizational literature. The study of organizational

1 INTRODUCTION

Organizational commitment is an important area of
study to many researchers and organizations like
higher education institution because the outcomes of this
behavior or value may help to determine many work
related interaction of the employees. It is mainly related to
the employee’s desire to continue working with the
particular organization. As such,
practitioners are ever so keen and interested to understand
the factors that may influence an individual's decision to
stay or leave the organization. The key to sustainable

researchers and

economic development and technological advancement for
any nation is a well-educated manpower [1] and the
importance of universities in creating most specialized and
skilled intellectuals cannot be neglected [2]. Higher
Education Institution (HEI) serve as the main “factory”
providing and developing such manpower and, in this
sense, is inseparable
development. Therefore, the better the quality of those
“factories”, the

better the quality of manpower and the higher level of
economic development can be achieved.

from promoting economic

commitment is an important and integral part of the
literature on management and organizational behavior for
a long time [3]. Among the first studies on organizational
commitment were conducted by [4], where they studied
on Organizational commitment and turnover among
psychiatric technicians. also studied on the measure of
organization commitment.
Organizational Commitment have received considerable
attention due to the importance that managers place on
retaining.

Studies have shown that

This study is hoped to provide some valuable insights
to State Universities and Colleges of Region III which
seeks to appropriate enabling working
environment or establish the significant organizational
practices to encourage employees to be committed to their
current organization and continue their service with them.
The findings of this study will significantly contribute
specifically to school administrators/managers, faculty
members and other employees, parents and students.

create the

1.2 OBJECTIVES OF THE STUDY

The study determined the organizational commitment
of administrators and faculty in state universities in
Region IIL
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Specifically the study aimed to determine the extent of
organizational commitment that exist in State Universities
in Region III; factors affecting the extent of organizational
commitment; test the significant difference in the assessed
extent ~of  organization = commitment  between
administrators and faculty respondents and test the
significant difference in the assessed factors affecting the
extent  of between

organizational commitment

administrators and faculty respondents.

2 METHODS

2.1 Research Design

The methodology which was adapted by the
researcher is descriptive method and quantitative in its
analysis. Descriptive research includes surveys and fact-
finding enquiries of different kinds. Descriptive research is
a type of quantitative research that involves making
careful description of educational phenomena [6]. The
main characteristic of this method is that the researcher
has no control over the variables; he can only report what
has happened or what is happening [7]. Quantitative
research is a formal, objective, systematic process in which
numerical data is used to obtain information about the
world [8]. Quantitative
measurement of quantity or amount. It is applicable to
phenomena that can be expressed in terms of quantity [9].

research is based on the

2.2 Respondents
The subjects of the study included a total of 404

respondents. Eighty six (86) educational
administrators/managers from all levels of the
organization and three hundred eighteen (404)

instructors/professors drawn from the selected State
Universities in Region IIL.

The sample size from the State Universities was
derived using the non — probability convenience sampling
technique. This method is appropriate, convenient and for
The
subjects in this sample was closely coupled to the study
design and data analysis procedures. Non — probability
sampling technique is employed when the research
requires the subjects to be selected base on their expertise
or who are in the best position to provide the required
information [7].

time—and-cost effectiveness. desired number of

2.3 Instrument

The questions for the survey questionnaire were
adapted from the works of [10]. Three Component Model
of Organizational Commitment [3] Factors Influencing
Organizational Commitment. They have done in depth
study on the subject matters. The items/indicators were

then amended and re-worded to suit the context of this
study. The items/indicators in the survey were listed in
random order so as not to lead on the respondents. Some
questions were also negatively worded so as to maintain a
reasonable balance as suggested [11].

2.4 Data Collection

Having found the instrument valid and reliable, the
researcher sought the permission and approval of the six
(6) Presidents of the state universities in Region III to
administer the questionnaires.

The researcher personally distributes the instrument to
the participants. The instrument was collected three days
after. The objective of the study was explained to the
participants and the confidentiality of their responses will
also be prioritized to assure a 100% retrieval of the
instrument.

Data collected from the questionnaire were tallied,
analyzed,
Descriptive statistical techniques such as frequency counts,
simple percentage, mean were used. Analysis of Variance
was computed to test the significant difference of in the
assessed extent of organization commitment between
administrators and faculty respondents and the significant
difference in the assessed factors affecting the extent of
organizational commitment between administrators and
faculty respondents.

The 5 - point rating, the Likert scale, and the
corresponding qualitative interpretation was used in the
perception on the
organizational commitment of the respondents: 4.20-5.00 —
Strongly Agree (SA)/Always (A); 3.40 — 4.19 — Agree
(A)/Frequent (F); 2.60 — 3.39 — Moderately Agree (MA)/
Sometime (So); 1.80 — 2.59 — Strongly Disagree (D)/Seldom
(Se) and 1.00 — 1.79 — Disagree (SD)/ Never (N).

interpreted and summarized accordingly.

evaluation of the extent of

3 RESULTS AND DISCUSSION

Table 1 shows the assessment on the extent of
respondents on the organizational commitment in terms of
affective commitment.

Administrators Strongly Agreed (SA) in “I would be
very happy to spend the rest of my career with this
organization” with a weighted mean of (4.44, rank 1).
“This organization has a great deal of personal meaning
for me” (4.11, rank 2) and “I really feel as if this
organization’s problems are my own” (3.99, rank 3) were
to be Agreed (A). They Disagreed (D) on “I do not feel
“emotionally attached” to this organization” (2.52, rank 4);
“I do not feel a strong sense of “belonging” to my
organization” (2.33, rank 5); and “I do not feel like “part of
the family” at my organization” (2.13, rank 6).
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Faculty-respondents Agreed (A) on “I would be very
happy to spend the rest of my career with this
organization” with a weighted mean of (4.13, rank 1);
“This organization has a great deal of personal meaning
for me” (4.07, rank 2) and “I really feel as if this
organization’s problems are my own” (3.66, rank 3).
Faculty respondents Moderately Agreed (MA) on “I do not
feel a strong sense of “belonging” to my organization”
(2.65, rank 4) and “I do not feel “emotionally attached” to
this organization” (2.61, rank 5). They disagreed (D) on “I
do not feel like “part of the family” at my organization”
(2.51, rank 6).

For the affective commitment, both the administrator
and faculty respondents most agreed manifestations was
the happiness they experience for the rest of their career in
the institution. This could mean that affective commitment
manifest among the respondents through contentment and
joy.

Apparently, both the administrators and faculty
members prefer to stay committed in their respective
institution not because of material remuneration but
because of positive emotional reason and strong
attachment. This is consistent with [12] who stated that an

Table 1. Extent of Organizational Commitment

affective commitment occurs when employees commit
because they want to, not because they have to. According
to [13] this is the type of commitment in which employees
have emotional attachment their employing organizations.
Affective commitment exists according to [14] when
employees emotionally linked, identified,
involved with the organization. The finding of the study of
[16] indicated that increased affective organizational
commitment has been positively associated with valuable
organizational
ratings, decreased intent to search for new jobs and
reduced turnover. This type of commitment is
indispensable for building a successful and sustainable
organization [16]. On the other hand, both the
administrator and faculty respondents disagreed on the
feeling that they are not “part of the family” in the
organization. This could also mean that this indicator
affective commitment do not manifest or is not a practice
in their respective institution. The management of state
university in Region III guarantees that their employees
who belong or part of different departments still are taken
care of and guided just like members of a family.

feel and

outcomes, including job performance

Administrator Faculty
Affective Commitment
WM VI Rank WM VI Rank

1 I Yvoulc.l be very hz?ppy to spend the rest of my career 444 SA 1 113 A 1
with this organization.

2 I really feel as if this organization’s problems are my 3.99 A 3 366 A 3
own.

3. I do .not.feel a strong sense of “belonging” to my 233 D 5 265 MA 4
organization.

n I do. nf)t feel “emotionally attached” to this 250 D 4 261 MA 5
organization.

5. I do .no't feel like “part of the family” at my 213 D 6 251 D 6
organization

6. This organization has a great deal of personal meaning 411 A ) 407 A 5
for me.

Composite Mean 3.25 MA 3.27 MA

* SA-Strongly Agree; A-Agree; MA — Moderately Agree; D — Disagree;

Table
respondents on the organizational commitment in terms of
continuance commitment.

2 shows the assessment on the extent of

For administrator-respondents, they Agreed (A) on “It
would be very hard for me to leave my organization right
now, even if I wanted to” with a weighted mean of (3.96,
rank 1) and “Too much of my life would be disrupted if I
decided I wanted to leave my organization now” (3.66,
rank 2) and “Right now, staying with my organization is a
matter of necessity as much as desire (3.58, rank 3). The
administrator - respondents Moderately Agreed (MA) on
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“I feel that I have too few options to consider leaving this
organization” (3.35, rank 4); “If I had not already put so
much of myself into this organization, I might consider
working elsewhere” (3.35, rank 4) and “One of the few
negative consequences of leaving this organization would
be the scarcity of available alternatives” (3.08, rank 6).

The faculty-respondents Agreed (A) on “Right now,
staying with my organization is a matter of necessity as
much as desire” (3.74, rank 1) and “It would be very hard
for me to leave my organization right now,
wanted to” with a weighted mean of (3.72, rank 2). They
Moderately Agreed (MA) on “Too much of my life would
be disrupted if I decided I wanted to
organization now” (3.34, rank 3); “If I had not already put
so much of myself into this organization, I might consider
working elsewhere” (3.28, rank 4); “I feel that I have too
few options to consider leaving this organization” (3.25,
rank 5); and “One of the few negative consequences of
leaving this organization would be the scarcity of
available alternatives” (3.12, rank 6).

even if I

leave my

For Continuance Commitment, the administrator
respondents most agreed indicator was the hard feeling of
leaving the organization right now even if they wanted to.
This could mean that administrators have
already established friendship and/or
camaraderie with other employees of the institution. Other
reason could be attributed on having established the worth
of their job as educator and as educational manager. On
the other hand the faculty respondents manifested
continuance commitment by approving that staying with
Table 2. Extent of Organizational Commitment

strong bond,

the organization is a matter of necessity as much as desire.
This finding signifies that they preferred to work and stay
in the university because they have needs and wants that
have to be satisfied. Staying in that institution will address
these concerns. This type of commitment according to [14]
happens when the employees stay in the organization
because of recognition of the costs associated with leaving
the organization. [10] argued that employees are obligated
to their organizations because of the consequences they are
likely to face when they leave these organizations. Other
factor to development of continuance commitment
according to [12] is the feeling the personal sacrifices that
with considerably high. The
administrator and faculty respondents have moderately
agreed and the least manifested indicator of continuance
commitment was the negative consequence of leaving the

come leaving are

organization was lack of alternatives (e.g., job vacancy,
enough compensation, good working environment, etc.).
Both groups of respondents may have contemplated
leaving the institution but for some reasons and lack of
career options outside the institution. One of the factors to
continuance commitment according to [12] is lack of
another job to replace the one that they have left. [19]
proposed the idea of leaving an organization is a source of
stress for individuals who remain due to the fear of losing
valuable advantages. On the other hand, [20] showed that
continuance commitment based on economic exchanges
should be promoted and continuance commitment based
on low job alternatives should not be encouraged.

Continuance Commitment Administrator Faculty
WM VI Rank WM VI Rank

1 Right .now, staying w%th my organization is a matter of 358 A 3 374 A 1
necessity as much as desire.

5 It would b‘e very hard for me to leave my organization right 3.9 A 1 372 A 2
now, even if I wanted to.

3 Too much of my l'1fe 'would be disrupted if I decided I wanted 366 A ) 334 MA 3
to leave my organization now.

4 I feel'tha}t I have too few options to consider leaving this 335 MA 4 325 MA 5
organization.

5. If I had' not a}ready I.)Ut SO rrlluch of myself into this 335 MA 4 328 MA 4
organization, I might consider working elsewhere.

6. One .of .the few negative consequences of leavlmg this 3.08 A 6 312 MA 6
organization would be the scarcity of available alternatives.

Composite Mean 3.50 A 3.41 A

* SA-Strongly Agree; A-Agree; MA — Moderately Agree; D — Disagree;

Table 3 shows the assessment on the extent of
respondents on the organizational commitment in terms of
normative commitment.

The administrator-respondents Strongly Agreed (A)
on “I would not leave my organization right now because I
have a sense of obligation to the people in it” (4.34, rank 1);
“This organization deserves my loyalty” (4.31, rank 2); and

“l owe a great deal to my organization” (4.24, rank 3).
They Agreed on “I would feel guilty if I left my
organization now” (3.95, rank 4) and “Even if it were to
my advantage, I do not feel it would be right to leave my
organization now” (3.52, rank 5). Respondents Moderately
Agreed (MA) on “I do not feel any obligation to remain
with my current employer” (2.73, rank 6).
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The Agreed (A) “This
organization deserves my loyalty “ (4.12, rank 1); “ I would
not leave my organization right now because I have a
sense of obligation to the people in it” (4.06, rank 2); “I owe
a great deal to my organization” (3.97, rank 3) and “I
would feel guilty if I left my organization now” (3.46, rank
4). They Moderately Agreed (MA) on “Even if it were to
my advantage, I do not feel it would be right to leave my
organization now” (3.33, rank 5) and “ I do not feel any
obligation to remain with my current employer” (2.69,
rank 6).

Administrator respondents’ have strongly agreed that
leaving the organization now was not considered because
of their sense of obligation to the people and works in the
organization. This indicator was the strongly approved by
the administrator respondents among the constructs of
normative commitment. Having sense of obligation to the
organization is a manifestation of normative commitment.
There exist among the administrators of selected state
universities in Region III high sense of obligation
and responsibility. [10] stressed that in the context of
normative commitment, employees are committed because
of some moral obligations. [21] argue that “this form of
commitment is deeply rooted in and influenced by the
socialization process, and the values and beliefs stemming
from family, school and community environment. For [20]
employees may commit to their employing organizations

faculty-respondents

Table 3. Extent of Organizational Commitment

because of lack of better alternatives or consequences
related to failing to commit

Faculty respondents on the other hand mostly agreed
that their organization deserves their loyalty which has
become one of the reasons to stay in the institution. The
faculty respondents manifest confidence that they can give
devotion of service to the organization and to their clients
(students) which can be considered enough reason to stay
in their organization. [15] stressed that employees may
commit to their employing organization because they are
aware that their expertise is needed.

Both of the administrator and faculty member
respondents
manifestations of normative commitment stating a feeling
of no obligation to remain with the current employer. This
could mean that this particular indicator barely exists in
their respective institution and this does not characterize
the kind of commitment they have in their work place. [14]
stated that normative commitment occurs when an

have moderately agreed on the

individual feels the need to reciprocate after receiving
some benefits from an organization.
which employees have a moral obligation to stay in the
organization. If these are not satisfied employees feel no
reason to stay in the organization. [22] stressed that
normative commitment exists when employees have the
feeling that to stay in the organization is the “right” or
“moral” thing to do.

It is the extent to

Normative Commitment Administrator Faculty
WM DE Rank WM DE Rank
1 I do not feel any obligation to remain with my current 273 MA 6 269 MA 6
employer.
5 Eyen if it were to my ac'lvar?tage, I do not feel it would be 350 A 5 333 MA 5
right to leave my organization now.
3 Iwould feel guilty if I left my organization now 3.95 A 4 3.46 A 4
4  This organization deserves my loyalty. 431 SA 2 4.12 A 1
5 I would not leave my .orgaruzatlon rlght now because I 434 SA 1 406 A 5
have a sense of obligation to the people in it
6 Iowe a great deal to my organization. 4.24 SA 3 3.97 A 3
Composite Mean 3.85 A 3.61 A

* SA-Strongly Agree; A-Agree; MA — Moderately Agree; D — Disagree;

Table 4 shows the factors affecting the extent of
organizational commitment in terms of leadership traits.
The administrator-respondents Strongly Agreed (SA) on
“The top management members in this organization are
friendly and approachable” (4.21, rank 1). They Agreed
(A) on “The management stimulates development of skills
among the employees” (4.07, rank 2); “The management

looks out for the welfare of the employees” (4.02, rank 3);
“Members of the management team are always available
when their help and support is needed by the employees”
(3.95, rank 4);"There is effective communication in
management and employees” (3.95, rank 4); “The top
management members in this organizatilon try to make
employees’ job more pleasant” (3.89, rank 6); and “The
management treats all employees as equals” (3.80, rank 7).
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The faculty-respondents Agreed (A) in “The top
management members in this organization are friendly
and approachable” (3.55, rank 1); “The management
stimulates development of skills among the employees”
(3.70, rank 2); “Members of the management team are
always available when their help and support is needed by
the employees” (3.61, rank 4); “There is effective
communication in management and employees”(3.61, rank
4); “The top management members in this organization try
to make employees’ job more pleasant” (3.55, rank 5); and
“The management looks out for the welfare of the
employees” (3.53, rank 6). They Moderately Agreed (MA)
on “The management treats all employees as equals” (3.39,
rank 7).

As for the leadership traits factor, the administrator
and faculty respondents have strongly agreed that having
top management members in the organization who

are friendly and approachable and having a management
stimulating their skills to be the influential indicators that
can affect organizational commitment. This could also
mean that friendliness and welcoming attitudes of
organization heads/superiors influence the respondents’
commitment. In terms of supervisory support, previous

studies confirm that appropriate relation between job
Table 4. Factors Affecting Extent of Organizational Commitment

demands of employees and supervisor control reduces
stress level at the workplace, thus increase commitment
[23]. Workers may be more likely" to be committed to an
organization that cares about and values them [24].
According to [21] there is a big possibility that employees
will stay at this organization if their heads/supervisors
provide challenges and opportunities for the employees.

The administrator and faculty respondents have greed
that management treating all employees as equals to be the
least of the leadership traits factor that can influence
commitment in the organization. There can be instances in
their respective institutions that some employees are not
considered similarly or even if they are treated equally,
this trait/indicator does not significantly affect their
commitment in the institution. This is consistent with a
study in Pakistan by [25] who found that supervision was
positively correlated with organizational commitment.
Likewise, the results from the previous study [26] suggest
that academic heads should provide support for other
workers in terms of giving information and assistance
which in turn increases their sense of connection and
commitment with the university. However, according to
[21] if the organization fails to provide opportunities to
employees, there is a big chance that the employee starts to
look for other companies.

Leadership Trait Administrator Faculty
i R = WM DE  Rank WM DE Rank
1 The top management members in this organization are friendly 401 SA 1 303 A 1
and approachable.
’ The top ma;lr.’lagement members in this organization try to make 3.89 A 6 355 A 5
employees’ job more pleasant
3 The management treats all employees as equals 3.80 A 7 3.39 MA 7
4 The management looks out for the welfare of the employees 4.02 A 3 3.53 A 6
5 Me'mbers of the management team are always available when 3.95 A 4 361 A 4
their help and support is needed by the employees
6 There is effective communication in management and 3.95 A 4 361 A 4
employees
” The management stimulates development of skills among the 407 A 2 37 A 2
employees
Composite Mean 3.95 A 3.62 A

* SA-Strongly Agree; A-Agree; MA — Moderately Agree; D — Disagree;

Table 5 shows the factors affecting the organizational
commitment in terms of employee relations. The faculty-
respondents Agreed (A) on “The organization stimulates
cooperation within the unit/department” (3.79, rank 1);
“The organization appreciates cooperation within the
unit/department” (3.78, rank 2); “The organization actively
promotes exchange of knowledge within the business

units” (3.69 rank 3); “The organization appreciate

exchange of knowledge within the business units” (3.61
rank 4); and “There is sufficient cooperation in various
business units in the organization” (3.58, rank 5).

The organization that stimulates cooperation within
the unit/department was the most agreed employee
that organizational
commitment by both of the administrator and faculty
respondents. This signifies that respondents believe that
being employed in an organization and/or institution that
gives worth on cooperation and collaboration would affect
their commitment. The findings of [2] and [27] were

relations factor influences the

consistent to the present findings. [2] concluded that both,
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academics and administrative personnel were more
committed and more satisfied when the university applied
positive work practices [27]

employees who a friendly and supportive relationship
with  their develop a strong, positive
commitment. Therefore, employee relations are positively
associated with affective organizational commitment.

For the administrator respondents, the least agreed
indicator for employee relations factor that affects
commitment was that organization actively promotes
exchange of knowledge within the business units, while
for the faculty member, the indicator stating that sufficient
cooperation in various business units in the organization

co-workers

was the least agreed. The findings revealed that the active
promotion of exchange of knowledge and enough
cooperation were least to influence the administrator and
faculty respondents’” organizational commitment. [3] have

confirmed that attachment to organization or
organizational commitment is greatest among the
employees  with  considerable = cooperation  in

accomplishing tasks. Malik, et al. (2010) found that when
university employees value the nature of the relationship
with their co-workers such as teamwork giving of
assistance and collaboration, the higher the level of
commitment for the organization they express.

Table 5. Factors Affecting Extent of Organizational Commitment

. Administrator Faculty
Employee Relations
WM DE Rank WM DE Rank
1 T}?e . orgamz.atlon stimulates cooperation 401 SA 1 379 A 1
within the unit/department
2 T}?e . orgamzz.;\tlon appreciates cooperation 414 A 2 378 A ’
within the unit/department
3 The orgamzatlorjl af:tlvely prc.)motes e.xchange 366 A 5 3.69 A 3
of knowledge within the business units
4 The orgamze.ltlc?n appre?late ex.change of 381 A 4 361 A 4
knowledge within the business units
5 The.re is 51.1ff1.c1ent coope.ratl.on in various 3.05 A 3 3.58 A 5
business units in the organization
Composite Mean 3.96 A 3.69 A

* SA-Strongly Agree; A-Agree; MA — Moderately Agree; D — Disagree;

Table 6 shows the factors affecting the organizational
commitment in terms of knowledge sharing.

The administrator-respondents Agreed (A) on “The
organization shares business proposals and report with
each other” (3.99, rank 1);
manuals, models and methodologies with employees”

“The organization shares

(3.97 rank 2); “The organization shares expertise obtained
from education and training with each other” (3.92, rank
3); “The organization shares know how from work
experience with each other” (3.79 rank 4).

The faculty-respondents Agreed (A) on “The
organization shares business proposals and report with
each other” (3.68, rank 1);
expertise obtained from education and training with each
other” (3.65, rank 2); “The organization shares manuals,
models and methodologies with employees” (3.64, rank 3);

“The organization shares

and “The organization shares know how from work
experience with each other” (3.62, rank 4).

The organization that shares business proposals and
report with the employees was agreed upon by the
administrator and faculty member respondents as the
most approved knowledge sharing factor that can affect
their organizational commitment. This could mean that the
respondents practice and give due importance on a
collaborative management style in their respective
university. The employees partake on important issues,
agenda and plans of the institution. These particular
reasons can affect commitment. [28] have found in their
research that knowledge sharing does contribute towards
organizational commitment among employees. It is a
motivational concept, where employees feel tempted to
strive towards a challenging goal. Also, it shows the
personal energy that employees bring to their work [29] In
other words, employees want to succeed and they do
everything involved with it with high energy. [30]
specified that when the work performed by the employees
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is meaningful, when they are confident in their abilities,
their awareness level regarding the

boundaries of decision making and about the importance
of outcomes from their work. On the other hand, the least
preferred indicator of knowledge sharing factor that
affects organizational commitment as by the administrator
and faculty respondents was having an organization that
shares know how from work experience with each other.
This finding can be attributed to an educational institution
having numerous and complex group/department. Each
member has own area of expertise which limits the
individual to share technical knowledge with others. [31]

employees can better fulfill their obligations towards the
client when they are empowered, feel the obligation, and
desire to service. This is supported by the finding of [32]
stating that employee is willing to invest effort to one’s
work and is persistent, even in cases when the work is
challenging. On the other hand, [2] proved empirically that
regular feedback on employees’ actions, works and
performances are positively and significantly correlated
with organizational commitment.

Table 6. Factors Affecting Extent of Organizational Commitment

. Administrator Faculty
Knowledge Sharing
WM DE Rank WM DE Rank
1 The orga.mzatlon shares business proposals and 3.99 A 1 368 A 1
report with each other
” The orgamz.atlon. shares manuals, models and 394 A ’ 364 A 3
methodologies with employees.
3 The o.rgamza.tlon shares know how from work 379 A 4 362 A 4
experience with each other.
4 The orgamzatlon .sITares e.:xpertlse obtained from 392 A 3 365 A ’
education and training with each other
Composite Mean 3.92 A 3.65 A

* SA-Strongly Agree; A-Agree; MA — Moderately Agree; D — Disagree;

Table 7 shows the respondents on the factors affecting
the task

orientation.

organizational commitment in terms of

The administrator-respondents Agreed (A) on “The
organization allows me enough freedom to do what I want
on my job” (3.84, rank 1); “The organization often allows
me to decide which tasks to perform” (3.82, rank 2); and
“The organization often allows ne freedom to choose on

how I do my work” (3.40, rank 3). The Moderately Agreed

(MA) on “In this organization, the level of my job is non-
repetitive” (3.36, rank 4) and “The organization allows me

little freedom to make work related decisions” (2.88, rank
5).

The (A) on “The
organization allows me enough freedom to do what I want

faculty-respondents Agreed

on my job” (3.66, rank 1); “The organization often allows
me to decide which tasks to perform” (3.554, rank 2); and
“The organization often allows ne freedom to choose on
how I do my work” (3.48, rank 3); on “In this organization,

the level of my job is non-repetitive” (3.43, rank 4). They
Moderately Agreed (MA) on “The organization allows me
little freedom to make work related decisions” (3.26, rank
5).

The task orientation factor stating that an organization
that allows enough freedom to do what the employees
want on their job was the indicator most agreed by both of
the administrator and faculty member respondents that
could influence greatly the extent of their commitment in
their respective institution. Revealed from the finding that
the respondents value independent decision making,
hence, making this the most important task orientation
This [33]
conclusion that keeping employees involved in the
decision making of all organization related issues is also a
leading to higher organizational
commitment. Employees who are offered challenging,
exciting and interesting work tend to be more involved
and satisfied, and are in turn more committed to their
organization and are less likely to leave their organization
[34]. [29] concluded that heads and subordinates can
develop dedication to work when there is strong
involvement,  positive  feelings like  inspiration,
significance, pride and enthusiasm.

factor of commitment. is consistent with

factor level of
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Both the respondents however moderately agreed on
the indicator stating that an organization allows little
freedom to make work related decisions. This indicator
obtained the least computed weighted mean. This result
signifies that the respondents really values their freedom
and are self-directed and prefer to work autonomously
towards achieving organizations’ goals. The study of [35]
on task autonomy showed that the sense of power or
control over the task at hand is vital which allows the
employee freedom to manage his or her task at hand. For

[36] there is a need to empower employees since it is one
of the most important factors in providing services to
clients. [37] argued that empowerment is positive because
it involves giving power to employees and managers
making them more responsible and decision makers and
control more over their jobs.

Table 7. Factors Affecting Extent of Organizational Commitment

Administrator Faculty
Task Orientation
WM DE Rank WM DE Rank
1 In this orgémzatlon, the level of my job is 336 MA 4 343 A 4
non-repetitive
The organization allows me little freedom
. . MA
2 to make work related decisions 288 MA > 326 >
3 The. organization often allows me to decide .82 A 5 354 A 5
which tasks to perform
4 The organization allows me. enough 3.84 A 1 3.66 A 1
freedom to do what I want on my job
5 The organization often allows ne freedom 34 A 3 348 A 3
to choose on how I do my work
Composite Mean 3.46 A 3.47 A

* SA-Strongly Agree; A-Agree; MA — Moderately Agree; D — Disagree;

Table 8 shows the respondents on the factors affecting
the organizational commitment in terms of compensation
and incentives.

The administrator-respondents Agree (A) on “The
organization’s incentive system encourages us to reach
organizations goals” (3.93, rank 1); “The organization’s
incentive system encourages the employees to vigorously

pursue organizational objectives” (3.84, rank 2); “The
organization’s reward system really recognizes the people
who contribute the most” (3.72, rank 3); and “The
organization’s incentive system is fair at rewarding people
who accomplish objectives” (3.66, rank 4). They
Moderately Agreed (MA) on “The organization’s incentive
system is at odds with our organization goals” (2.75, rank
6) and “In this organization, persons who achieve
organization goals are rewarded the same as those who do
not achieve organizational goals” (3.07, rank 5).

The faculty-respondents  Agreed (A) on “The
organization’s incentive system encourages us to reach

organizations goals” (3.52, rank 1); “The organization’s
incentive system encourages the employees to vigorously
pursue organizational objectives” (3.48, rank 2); “In this
organization, persons who achieve organization goals are
rewarded the same as those who do not achieve
organizational goals” (3.42, rank 3); “The
organization’s reward system really recognizes the people
who contribute the most” (3.42, rank 4). They Moderately
Agreed (MA) on “The organization’s incentive system is
fair at rewarding people who accomplish objectives” (3.36,
rank 5); and “The organization’s incentive system is at
odds with our organization goals” (3.36, rank 6).

The organization’s incentive system encourages to
reach organizations goals was the indicator most agreed
by both of the administrator and faculty member
respondents that could affect the extent of their
commitment in their respective organizations. This
particular compensation and incentive factor was believed
to inspire and boosts employees to stay in their institution.
Remuneration or compensation according to [38] is one of
the important contractual and implied agreements
between an employer and an employee. [39] found that the
level of employee’s organizational commitment can be

and

IJSER © 2021

http://www.ijser.org


http://www.ijser.org/

International Journal of Scientific & Engineering Research Volume 12, Issue 11, November-2021

412
ISSN 2229-5518

affected by extrinsic or intrinsic rewards. Therefore,, if the
reward system is created and used wisely taking those into
consideration, it can be used to affect existing employees’
organizational = commitment. [34] concluded that
employees may express greater commitment and tend to
remain with the organization when they feel that their
capabilities, efforts and performance.

The least agreed indicator that could influence both
the administrators and faulty members’ commitment was
that their organizations’ incentive system are at odds with
their organization goals. Contributions are recognized and
appreciated if an organization does not pay equitably

compared to others, it may risk losing the compensation
package. This particular compensation and incentive factor
was believed
respondents’ organizational commitment. [21] argued that
their employees
committed to themselves if they take care of the matters
important for the employees. [34] stated that employees
will stay if they are rewarded fairly and adequately. Most
often these compensation packages are in line with the
institution’s strategies and are usually made known to the
employees.

to have minimal influence on the

institutions can, however, make

Table 8. Factors Affecting Extent of Organizational Commitment

Compensation and Incentives Administrator Faculty
P WM DE  Rank WM DE Rank

The organization’s incentive system encourages

1 the employees to  vigorously pursue 3.84 A 2 3.48 A 2
organizational objectives

5 The organization’s incentive s.ystem. is' fair at 366 A 4 336 MA 5
rewarding people who accomplish objectives

3 The ?rganlzatlon s reward . system really 370 - 3 3.40 A 4
recognizes the people who contribute the most

4 The orgamzatlon.s 1r.1cer1tlve system encourages 3.93 A 1 352 Agree 1
us to reach organizations goals.

5 T}.le orgamzatlf)ns- incentive system is at odds 575 MA 6 336 MA 6
with our organization goals
In this organization, persons who achieve

6 organization goals are rewarded the same as 3.07 MA 5 3.42 A 3
those who do not achieve organizational goals

Composite Mean 3.49 A 3.43 A
* SA-Strongly Agree; A-Agree; MA — Moderately Agree; D — Disagree;
Table 9. Factors Affecting Extent of Organizational Commitment
Performance Management and Promotion Administrator Faculty
Factor WM DE Rank WM DE Rank

1 Ther§ is faV.Ol‘ltl'Sm in performance evaluation 984 MA 4 3.9 MA 4
in this organization

’ The' managem.ent follows a “pick and choose 3.05 MA ) 303 MA 5
policy promotion

3 Only c?rtain individl'lfills are entertained for 206 MA 3 3.40 Agree 3
promotional opportunities
Yearly assessment depends upon the kind of

4  relationship employees have with their 3.06 MA 1 3.50 Agree 1
supervisors, not the work they perform
Promotion in this organization largely depends

5 upon what kind of relationship one has with the 2.84 MA 4 3.45 Agree 2
top management.

Composite Mean 2.95 MA 3.37 A
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* SA-Strongly Agree; A-Agree; MA — Moderately Agree; D — Disagree;

Table 9 shows the respondents on the factors affecting
the organizational commitment in terms of performance
management and promotion.

The administrator-respondents Moderately Agreed
(MA) on “The management follows a “pick and choose”
policy promotion” (3.42, rank 4); “Only certain individuals
are entertained for promotional opportunities” (3.52, rank
1); “There favoritism in performance evaluation in this
organization” (3.48, rank 2); “Yearly assessment depends
upon the kind of relationship employees have with their
supervisors, not the work they perform” (3.42, rank 3) and
“Promotion in this organization largely depends upon
what kind of relationship one has with the top
management” (3.42, rank 3).

The faculty-respondents  Agreed (MA) “Yearly
assessment depends upon the kind of relationship
employees have with their supervisors, not the work they
(3.50, rank 1) “Promotion in this
organization largely depends wupon what kind of
relationship one has with the top management” (3.45, rank
2); “Only certain individuals are entertained for
promotional opportunities” (3.40, rank 3). They
Moderately Agreed (MA) on “There is favoritism in
performance evaluation in this organization” (3.29, rank 4)
and “The management follows a “pick and choose” policy
promotion” (3.23, rank 5).

Yearly assessment depends upon the kind of
relationship employees have with their superiors, not the
work they perform was most approved performance
management and promotion factor by both the
administrators and faculty members that can affect their
organizational commitment. From this finding, it is

perform” and

assumed that this is a potential indicator to the
commitment. According to [21], [40] distribution of
organizational rewards such promotion, status, and
performance evaluations have tremendous impact on
organizational commitment. Despite experiencing work-
life conflict, employees may maintain relatively high levels
of organizational commitment according to [34] provided
that they perceive the procedures used to plan and
implement organizational decisions are fair.

The moderately agreed on the
indicator of performance management and promotion
factor of that
favoritism in performance evaluation in promotion largely
depends on what kind of relationship an employee has
with the top management. This indicator was the least
agreed issue that affect respondents’ commitment in their
respective institutions. This that the
performances of employees are considered by the
administrators when giving promotion instead. This is
consistent of [3] who argued that the top management
team is usually the mediator between the employees and
the organization itself. Thus, the role of these key people
is vital in establishing the sort of relationship an employee
establishes with the organization.

The management follows a “pick and choose” policy
promotion was least agreed by the faculty respondents as
indicator of promotional factor that would affect their
commitment. This could mean that their respective
institution follow a clear merit system of promotion. In a
study by [41], results have suggested that employees were
more likely to express high affective commitment when
they the performance management and promotion as fair.

administrators

organizational commitment stating

could mean

Table 10. Factors Affecting Extent of Organizational Commitment

Opportunities of Training and Administrator Faculty
Development WM DE Rank WM DE Rank
1 Our organization .has. a low level of skill 24 D 5 "8 MA 5
compared to other institution
) At this orga.mzatlon, some employees lack 589 MA 4 301 MA 4
important skills
3 Organization employ§es  Teceives tralr.ung 391 A 5 350 A 3
and development of skills in a regular basis.
The management at this organization
4  Dbelieves that continual training and 4.13 A 1 3.86 A 1
upgrading of employees’ skills is important
5 Employees at this organization have skills 373 A 3 365 A 5
that are above average
Composite Mean 3.41 A 3.41 A

* SA-Strongly Agree; A-Agree; MA — Moderately Agree; D — Disagree;
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Table 10 shows the respondents on the factors
affecting the organizational commitment in terms of
opportunities of training and development.

The administrator-respondents Agreed (A) on “The
management at this organization believes that continual
training and upgrading of employees’ skills is important”
(4.13, rank 1); “Organization employees receives training
and development of skills in a regular basis” (3.91, rank 2);
and “Employees at this organization have skills that are
above average” (3.73, rank 3). They Moderately Agreed
(MA) on “Our organization has a low level of skill
compared to other institution” (289, rank 4). And for “At
this organization, some employees lack important skills”
(2.40, rank 5) was Disagree (D) by the administrator -
respondents.

The faculty-respondents  Agreed (A) on “The
management at this organization believes that continual
training and upgrading of employees’ skills is important”
(3.86, rank 1);, “Employees at this organization have skills
that are above average” (3.65, rank 2); and “Organization
employees receives training and development of skills in a
regular basis” (3.52, rank 3). They Moderately Agreed
(MA) on “At this organization, some employees lack
important skills” (3.21, rank 4) and “Our organization has
a low level of skill compared to other institution” (2.80,
rank 5).

The management of the organization that believes in
continual training and upgrading of employees’ skills was
the agreed opportunities of training
development factor that organizational
commitment among the administrators and the faculty

most and

influence

member respondents. The practice of an institution of
continuous training and professional growth of its
employees was believed by the respondents to have an
influence on commitment employees was believed by the
respondents to have an influence on commitment. In
parallel to these were the findings of [18] who stressed that
career development has a direct influence on the
achievement of job satisfaction and career commitment
and [42] who stated that stated that career advancement
and autonomy will maximize commitment and thus
minimize turnover. On the other hand [43] argued that
career management overall is very important factor for
organizational commitment. If companies help their
employees with that, they may become more committed to
their organizations. This is because it helps them to
understand the company values and support them. [42]
suggests that employees that have advanced would put
more effort into their work. The organization or company
policies play an important role in providing career
opportunities.

However, the administrator respondents disagreed
and the faculty respondents moderately agreed on the
indicator stating that their organization having a low level
of skill compared to other institution as an opportunity of
training and development indicator that can affect their
commitment in the institution. This could also mean that
the respondents do not look upon their respective
institution as low level or inferior compared to other
institution. This is consistent with [38] that training and
development has contributed towards organizational
commitment Therefore, it is necessary to empower
employee through training activities because these will
help to enhance their skills and pride and commitment to
the organization. Findings show that overall employees
are more committed if they are satisfied with how their
needs for on-going development are met.

Table 11. Significant Difference on the Extent of Organizational Commitment

Organizational

Commitment Administrators Faculty
Affective 3.25 3.27
Continuance 3.50 3.41
Normative 3.85 3.60

t pP-

computed value HI b
0.25 0.80 NS Accept
091 0.36 NS Accept
2.94 0.00 HS Reject

** p-value<0.01 Highly Significant (HS) ; * p-value<0.05 Significant (S)

Table 11 shows the t — test on significant difference in
the assessed extent of organization commitment between
administrators and faculty respondents.

The computed p value for normative p is less than the
0.01 alpha level of significance. The data provide sufficient
evidence that there was a highly significant difference in
the assessed extent of organizational commitment between
administrators and faculty respondents in terms of
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normative commitment. Null hypothesis is rejected in

terms of normative commitment.

On the other hand the computed significance value for
affective and continuance were greater than the 0.05 alpha
level of significance. The data provide sufficient evidence
that there is no significant difference in the assessed extent

of organizational commitment between administrators and
faculty respondents in terms of affective and continuance
commitment. Null hypothesis is accepted in terms of

affective and continuance commitment.

Table 12. Significant Difference on Factors Affecting the Extent of Organizational Commitment

t

p-

Factors Administrator Faculty HI D
computed value

Leadership Traits 3.99 3.62 3.95 0.00 HS Reject
Employee Relations 3.96 3.69 2.9 0.00 HS Reject
Knowledge Sharing 3.91 3.65 2.73 0.01 HS Reject
Task Orientation 3.46 3.47 0.17 0.87 NS Accept
Compensation and 349 343 0.76 0.4 NS Accept
Incentives

Performance Management 2.95 3.37 476 0.00 HS Reject
and Promotion

Opportunities of Training 3.41 3.41 0.08 0.93 NS Accept

and Development

** p-value<0.01 Highly Significant (HS) ; * p-value<0.05 Significant (S)

Table 12 shows the t — test on significant difference in the
assessed factors affecting the extent of organization
commitment between administrators and faculty respondents.

The computed significance value for leadership traits;
employee relations; knowledge sharing and performance

management and promotion are all less than the 0.01 alpha
level of significance. The data provide sufficient evidence that
there was a highly significant difference in the assessed
factors affecting the extent of organizational commitment
between administrators and faculty respondents in terms of
leadership traits, employee relations, knowledge sharing and
performance management and promotion.

Null hypothesis is rejected in terms of leadershi