Journal of Resources Development and Management www.iiste.org
ISSN 2422-8397  An International Peer-reviewaardal E-I_.!l]
Vol.9, 2015 IIS E

A study on Impact of Job Characteristics on Key Atitudes of
Faculty Members in Professional Educational Institues.

Bhavna Malik
Assistant Professor
Jaipuria institute of Management, Ghaziabad(India)

Abstract

The purpose of the study was to investigate theagnpf job characteristics on key attitudes (jotisaction and
organisational commitment) of faculty member’s nofpssional educational institutes in Delhi regiéiso the
study explored the satisfaction level and commitinievel of faculty with different dimensions of ihgob. A
survey of 251 faculty members working in privatefpssional educational institutes was conductedefl
analytical techniques were used such as Pearsoglatoyn, Hierarchical regression to evaluate #lationship
among variables. The findings of the study indidatieat job characteristics promotional opportusitieask
variety, pay satisfaction and professional develepimresulted into high affective commitment while
participation in decision making was related wittrmative commitment. Promotional opportunity, payda
participation were highly related with job satigfan of the faculty members.

Introduction

The biggest challenge which the higher educatigtitirtes are facing today is of survival and trsuées of high
turnover and low productivity. The reasons behimeke issues is lack of motivation due to which eygts are
not able to perform. This de-motivation is resiljat dissatisfaction which is not taken serioushd ultimately
leads to attrition of employe@die best single predictor of an individual's beloaviis the measure of his/her
intention to perform that behaviour (Fishbein arjdefh, 1975)0rganisational commitment and Job satisfaction
have been studied widely in management literatB@n@la & Danish; Bondla & Naeem, 2008a, Bondla &
Naeem, 2008b; Parker et al, 2013; Allen & MeyeQ@Qwhich are the antecedents of employees’ pedoos.
These factors plays a vital role in academic inStihs, as higher educational institutions are sberces for
human resources and to create intellect of natidnademicians are the pillar in educational systesiding
very important positions. The overall performande educational institution depends upon teachers and
ultimately their level of commitment and job satidion. This study made an effort to understand the
relationship of organisational commitment and jodtisfaction amont faculty members of professional
educational institutes. The literature suggests there are various reasons like affective commitme the
values of the organisation, costs involved withvieg the organisation, and a sense of obligatiorth®
organisation (Meyer & Allen, 1997). For enhancihg performance of employees, the factors whichrinne

in level of commitment and leads to satisfactiomasy important.

Literature Review

Professional educational institutes not only predbighly skilled and enlightened manpower but alsoulder
the responsibility of lending dynamism, resourceégls and intellectuality to it. A number of findingnd
observations points that professional educatiomeasss sitting on a veritable landmine- that issfacmembers
shortfall due to which faculty performance accobiiity and productivity have placed increasing deas on
faculty work. Faculty members are expected to perfonultiple tasks as teach, conduct research, and b
involved in service and administrative functionstloé institution(Jacobs & Winslow, 2004; Gappa, thys&
Trice, 2007; Schuster & Finkelstein, 2006). Incezhexpectations for faculty members’ performaneéser the
pressure which affect faculty members’ job attitide

Job characteristics

Earlier studies have shown that when the emplopeefrm challenging and complex jobs charactesdliice
autonomy, skills variety and feedback they exhihitgh levels of commitment and job satisfactionm(&et al.,
1976; Hackman and Oldham, 1980; Mathieu and Z4j880; Meyer and Allen, 1997). Studies have fourat th
participation in decision making is a positive gotor of organisational commitment and job satittat (Allen
and Meyer, 1990; Mayer and Schoorman, 1998; McER691). According to McElroy (2001) when employees
are involved in decision making processes therehlm increase in affective and normative commitmen
Mottaz (1987, 1988) in his study found that jolamcteristics such as job autonomy, skills varetg job
significance had strong, positive influence on aoigational commitment and work satisfaction. Pagpades
organisational support and dependability, so @rsimportant determinant of organisational committrend
satisfaction(Guthrie, 2001; Levine, 1993; Gaertrsard Nollen, 1989; Mottaz, 1988; Mowdast al.,
1982).Lambert (2003) found that job variety and @altonomy had positive effects on both job satigfacand
organisational commitment among correctional staéimbers. Studies have shown that that jobs whiohighe
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little opportunity for growth, are boring and rejpigé in nature and not enjoyed by the employeBsicé and
Mueller 1986; Curryet al. 1986; Lambert 2004; Lambesgt al., 2007). Some studies have found that there is
appositive relationship between promotion proceslumed promotional opportunities with organisatlona
commitment (lleset al., 1990; Kalleberg and Mastekaasaz, 1994; Yoetng., 1998; Iverson and Bulttigieg,
1999). The studies have shown that the workersigtdy committed and satisfied when the organisegtidake
time and effort to stimulate employees throughedéhtial job opportunities (Lincoln and Kallebet§9o0;
Lambert, 2003). Similarly, Mowdast al. (1982) noted the employees feeling of respongihs increased when
the supervisors allow them with greater autonomgr dvow they perform. From a social exchange petisgec
therefore, employees who are provided with meaningénriched jobs may reciprocate by increasingrthe
commitment to the organisation.

Organizational Commitment

Organizational commitment is recognized as a keyofain the employment relationship and it is widel
accepted that strengthening employment commitm@nganisational commitment refers to the employee’s
emotional attachment to, identification with, amivalvement in the organisation. Johns (1996) @sfin
organizational commitment as “an attitude thate8 the strength of the linkage between an emplayel an
organization. Work environment characteristics, ialomtion experiences, management practices, and
psychological and personal characteristics affeotkwbehaviour and psychological contracts. It isréeeh
Component model comprising of affective commitmentinuance commitment and normative commitment
(Boehman, 2006: Canipe, 2006; Turner and Chellad@@05; Greenberg, 2005; Allen and Meyer, 1996).
Affective commitment is related to the employee®wane part of the organisation willingly; henceythvéll be
present on the job and motivate to do their besty@l & Allen 1997). This would lead to decreasethduver,
absenteeism, and increased productivity (Mowdayalet1982, Meyer & Allen 1997, Klein et al. 2009).
Normative commitment refers to the group of empésyarho feel a sense of obligation and lie to sték the
organization. Continuance commitment, describesahemployees who belives that the cost of leaviregy t
organisationa is quite high and due to which they @mmitted.(Mayer & Allen 1997). There are npié
commitments that transcend commitment to the olverghnization. For improving the commitment, itvisry
important to understand the multiple factors thfilence commitment.

Job Satisfaction

Job satisfaction is one of the most heavily redeat@mployee attitudes over the last 50 yearsg/t@R®2006).
Luthans defined Job satisfaction as “an attitudesligped by an individual towards the job and jobditions”.
Spector(1997), defined job satisfaction to consitan attitudinal variable that measures how agpefsels
about his or her job, including different facetslué job. It is an affective response to speci§ipexts of the job
and plays a role in enhancing employee commitmzmint organisation. Intrinsic aspects of the job pose
‘motivators’ or ‘job content’ factors such aseefings of accomplishment, recognition, oaoimy,
achievement, advancement among others. Extringiecés of the job factors are job context factorsctvh
include pay, security, physical working conditionempany policies and administration, supervistooyrs of
work, union relations with management among oth&azi et al (2010) in their study showed that teash
were satisfied with work variety, creativity, morallues, compensation, work itself, collegues avmperation.
Du et al(2010) investigated that overall job datison level was close to average, while salary henefits
scored the lowest level of satisfaction.

Relationship between job characteristics, job satisfaction and organisational commitment

Job satisfaction and organisational commitment lmeen examined extensively. However, there aresstihe
controversy issues regarding both constructs (Ray2006; Vilela et al., 2008; Armutlulu and Moy&Q11).
Lambert (2004) in their study of 272 correctionakifities employees, found that job satisfactiord an
organisational commitment was affected differerttly job characteristics (i.e. job variety, autonomuyd
supervision) as these characteristics effected galtisfaction more than organisational commitment.
Jobsatisfaction is concerned with an individuadk jvhile organisational commitment is related vitth bond

to an overall organisation, it is expected that ¢blaracteristics would have larger effects on jatisfaction
than they would on organisational commitment.

Studies have shown that job satisfaction and osgéiohal commitment are positively correlated.
Mathieu and Zajac (1990) found that organisatiamathmitment had a strong positive relationship wvaitierall
job satisfaction, satisfaction with promotion, payd supervision among others. Megeal. (1993) in a study
found that job satisfaction was positively correthivith affective commitment and normative commitinieut
negatively correlated with continuance commitment.
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Objectives of the study
The following were the objectives of the study:
1. To analyse the effect of job characteristics ongatisfaction(Intrinsic and extrinsic)
2. To analyse the effect of job characteristics onanigational commitment(Affective, Normative and
Continuance)

Research Hypothesis
H1: Job characteristics will be positively correlated to ekinsic job satisfaction.
Hla: Promotional opportunities will be positivelgreelated to extrinsic job satisfaction.
H1b: Task Variety will be positively correlatedéatrinsic job satisfaction
Hlc: Participation in decision making will be pos#y correlated to extrinsic job satisfaction.
H1d: Pay satisfaction will be positively correlatedextrinsic job satisfaction
H1le: Professional development will be positivelyretated to extrinsic job satisfaction

H2: Job characteristics will be positively correlated ¢ intrinsic job satisfaction.

H2a: Promotional opportunities will be positivelgroelated to intrinsic job satisfaction.
H2b:Task Variety will be positively correlated wtrinsic job satisfaction

H2c: Participation in decision making will be posiy correlated to intrinsic job satisfaction.
H2d: Pay satisfaction will be positively correlatedntrinsic job satisfaction

H2e: Professional development will be positivelyretated to intrinsic job satisfaction

H3: Job characteristics will be positively correlatedto affective commitment

H3a: Promotional opportunities will be positivelgreelated to affective commitment.
H3b:Task Variety will be positively correlated tffexctive commitment.

H3c: Participation in decision making will be pos#ly correlated to affective commitment..
H3d: Pay satisfaction will be positively correlatedaffective commitment.

H3e: Professional development will be positivelyretated to affective commitment.

H4: Job characteristics will be positively correlated ® normative commitment.

H4a: Promotional opportunities will be positivelgroelated to normative commitment.
H4b:Task Variety will be positively correlated tormative commitment.

H4c: Participation in decision making will be posily correlated to normative commitment..
H4d: Pay satisfaction will be positively correlatedchormative commitment.

H4e: Professional development will be positivelyretated to normative commitment.

H5: Job characteristics will be positively correlated ® continuance commitment.

H5a: Promotional opportunities will be positivelgroelated to continuance commitment.
H5b:Task Variety will be positively correlated tontinuance commitment.

H5c: Participation in decision making will be posiy correlated to continuace commitment..
H5d: Pay satisfaction will be positively correlatedcontinuance commitment.

H5e: Professional development will be positivelyretated to continuance commitment.
Model of the study:

Extrinsic Job Satisfaction

Promotional opportunities

Intrinsic Job Satisfaction

Task Variety
Participation in Decision Making Affective Commitment
Pay Satisfaction Normative Commitment

Continuance Commitment

Professional Development

Research Methodology
Sample and Data Collection
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Survey data was collected from professional edanatiinstitutes faculty members. As. 400 questiesavere
distributed among faculty members, 265 were rethiared used for analysis, out of these 14 werefitiei and
discarded. This resulted in 62.75 percent of respaate. Out of this 37.45 per cent were males62ng4 per
cent were females. Their ages ranged from 25 totlem 50 years old with job experience over 8sddost of
them were master and PhD holders.

Measures
A questionnaire survey was used to obtain measfrgsb characteristics, job satisfaction and orgational
commitment.

Instrumentation

The survey instrument used in this study compritleete scales. For the purpose of this study, the
multidimensional conceptualisation of organisationammitment by Allen and Meyer (1990), was used
selected for this study. The three dimensions gfwisational commitment were affective, normativel a
continuance commitment. The job satisfactimas measured by using Warr, Cook and Wall (19Z8l)es Job
characteristics were adapted from different schitesPromotional opportunities were adapted froritéand
Mueller (1981), task variety: Simet al., (1976), Pay satisfaction from Oldham and Hackn(a®81).
Participation in decision making was adapted fracotSLadd and Marshall, 2004. Professional develepm
was adapted from Parasuraman and Wormley (1990)thal rating is accomplished on a five point scale
ranging from strongly disagree(1) to strongly affs¢e

Analysis and Results

For the research purpose SPSS 16 package wasTiefirst first stastical analysis was coeffici€@rbnbach’s
alpha to measure internal reliability analysis. ift#lities of the scales were: Job characterist®47, job
satisfaction .789 and for organisational commitm&@®6. Discriminate validity was measured by usiig-
square test, which was found to be satisfactorg. Tdible 1 illustrates the profile of the respondent

N=251

Demographic variables Frequency Percent (%)

Age

Below 30 48 19.1

30-39 98 39.0

40-49 72 28.7

50 and above 33 13.1

Gender

Male 94 37.45

Female 157 62.54

Job experience

4 years and less 59 23.6

5-10 57 22.7

11-15 97 38.6

16 and above 38 15.1

Education

Bachelor Masters 38 151

PhD (on-going) PhD 57 22.7
67 26.7
89 35.5

In Table 1 there is consistency between the resposigts demographic factors.
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Tabel 2 illustrates the correlation between the v@able under investigation

1 ]2 3 4 | 5 6 7 B 9 10
1 | Promotional Opportunities |1.00
2 | Task Variety 0.3241.00
3 | Patrticipation in decision making0.44*0.39* 1.00
4 | Pay satisfaction 0.32*0.34*0.3011.00
5 | Professional development 0.34*0.400.33%0.3671.00
6 | Affective Commitment 0.35*0.39* 0.3740.3710.43t  1.00
7 | Continuance commitment 0.25*0.193.09* |0.22710.19F 0.42% 1.0(
8 | Normative commitment 0.35*0.3[1*0.3310.2370.29F 0.65%7 0.4771 1.00
9 | Extrinsic job satisfaction 0.5P*0.45*0.58710.5670.231 0.544 0.267 0.45F¢ 1.0Q
1Q Intrinsic job satisfaction 0.501*0.42*0.5210.5810.49t 0.524 0.241 0.41f 0.6771.0(

Notes: * significant at 0.01 level: ns — not sigrifant

This is evident from the above table (2) that thiergositive relationship between promotional oppoities and
intrinsic satisfaction, extrinsic satisfaction feztive commitment and normative commitment. Aleere was
significant positive relationship between task sgriwith and intrinsic satisfaction, extrinsic aaffective
commitment. Participation in decision making is retated with extrinsic and intrinsic satisfactioRay
satisfaction as expected is related with extrirsgsitisfaction. While professional development ismigantly
correlated with intrinsic, extrinsic, affective andrmative commitment. So, the hypothesis H1, H2,add H4
are proved through the correlation table.

Table 3: Stepwise regression analysis predictinaffective commitment among faculty members

\Variables Std. Standardized
B Error Coefficients ) | T

(Constant) 7.810 | 2.883 2.982
Promotional opportunities 0.221 0.086 0.142 2.457**
Task variety 0.473 | 0.114 0.167 4.136%**
Participation in decision 0.213 0.062 0.161 3.466**
making 0.184 | 0.071 0.124 2.528**
Pay satisfaction 0.156 0.094 0.063 1.4263
Professional development
R =0.672 R2 = 0.451 Adjuste@R 0.441

*** p<0.001; *p<0.01; *p<0.05; +p<

0.10

The beta coefficients show that task varigty(0.167 p < 0.001), participation in decision making£ 0.161,p

< 0.001) and promotional opportunitigs £ 0.162,p < 0.001) made the strongest individual contribution
explaining affective commitment while pred@onal development contributed the least vadafic=
0.063,p < 0.1). The variance between continuance commitmedtindependent factors was not that significant.
Table 4. Stepwise regression analysis predicting nmative commitment among faculty members

Standardised
B Std. Error Coefficients () t
(Constant) 2.074 1.481 1.401
Promotional opportunities 0.188 0.074 0.118 2.547*
Participation in decision making 0.233 0.055 0.211 4.204***
R =0.618 R2 =0.382 Adjuste@R 0.372

*** p<0.001; *p<0.01; *p<0.05; + p<0.10
The standardised beta coefficients show thattigipation in decision making3( = 0.211,p < 0.001),
promotional opportunitief(= 0.118,p < 0.001) made strongest individual contribution.

Table 5: Stepwise regression analysis predicting &sic job satisfaction among faculty members

Standardized
B Std. Error Coefficients t
(Constant) 5.358 1.515 3.537
Promotional opportunities P0.146 0.056 0.087 2.615**
satisfaction 0.182 0.050 0.151 3.630**+*
Participation in decision making 0.215 0.045 0.181 4. 747>
R =0.826 R2 = 0.682 Adjusted RD672 F=71.142 p=0.000

*** p<0.001; *p<0.01; *p<0.05; + p<0.10

10
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The results show that the independent variableswated for 68.2% of the variance in extrinsic jaltisfaction
among academic staff respondents. The beta caeffecshow that participation in decision makifig=(0.181,
p < 0.001), payf = 0.151,p < 0.001) contributed the highest individual variarin explaining intrinsic job
satisfaction.

Table 6: Stepwise regression analysis predictingftinnsic job satisfaction among faculty membes

Standardised
B Std. Error Coefficients t

(Constant) 10.198 1.722 5.924
Promotional opportunities 0.169 0.054 0.101 3.133**
Pay satisfaction 0.252 0.038 0.203 5.640***
Participation in  decision  maki0.157 0.042 0.132 3.705%**
Professional development 0.153 0.065 0.080 2.339*
R = 0.855 R2 =0.731 Adjusted R2D.722

*** pn<0.001; *p<0.01; *p<0.05; §p0.10
The Stepwise regression results show that pagfaationf = 5.640,p < 0.001) and participation in decision
making § = 0.132,p < 0.001) contributing the strongest individuedriance .

Discussion and conclusion

The main objective of this research is to fill theeceding gap in the literature by introducing apiival
investigation of the relationship among job chaggstics and key attitudes (job satisfaction anghaisational
commitment) through survey of professional educeianstitutes in Delhi. Using Pearson correlationalysis
and hierarchal regression analysis provides unigsight results. The results have important conchs and
implications for educational institutes.

First, promotional opportunities provided by thetitute results in higher level of job satisfactidime
faculty members if provided with higher opporturtitygrow in the organisation will be more satisfeedernally
and internally. This will further result in highperformance of the faculty members.

Secondly, task variety also results into high leskjob satisfaction both extrinsic and intrinsabj
satisfaction. As task variety is an important jdtamcteristic, and faculty members are more satisifi the
institute provides they with different tasks astkéeps them motivated to perform on the job.

Thirdly, participation in decision making is alselated to the extrinsic job satisfaction, as deaisi
making is an integral part of the job and if faguttembers are being provided the opportunity wattipipation
they feel more satisfied with the job.

Fourth, the results shows that pay satisfactiomighly related to job satisfaction and affective
commitment. In professional educational institypey is a challenge now a days, and if faculty memiaee
provided with pay as per their expectations ongntthey will be satisfied with their jobs. Alsojgiwill lead to
productive commitment for the organisation, as tivély be high faculty members.

Fifth, professional development leads to high affeccommitment and high intrinsic job satisfaction
as the faculty members feel that they have beeviged to grow professionally then the performancbances,
also they feel more satisfied internally from thb.j

Research limitations and future research

This research offers insights into the unique dbuation and interesting relationships between tbestructs
under investigation and provides a clear understgnaf the importance of job characteristics in gattisfaction
and organisational commitment. Nevertheless, thdirigs have limitations:

The quantitative method has been used in the msemnd causal statements about hypothesised
relationship between variables is have been maateidEntifying the reasons for the relationshigs th a weak
method as causality could not be determined. Theitiadinal study might be more useful for this kindl
research.

The sample size should have been large as thetetafeprofessional educational institutes in NCR.

Future research are needed to explore the otheorteni antecedents of job satisfaction and
organisational commitment. As, in educational instis other factors like culture of the organisatend
demographic factors plays a vital role, also thati@nship between cultural factors and key atttwén be
studied in future. A longitudinal research approactuld make additional contributions to the undamging of
this aspect.

References
Allen, Meyer, (1996), “Affective, Continuance, andormative Commitment to the Organization: An

11



Journal of Resources Development and Management www.iiste.org
ISSN 2422-8397  An International Peer-reviewaardal E-I_.!l]
Vol.9, 2015 IIS E

Examination of Construct Validity”, Journal of Vdamal Behavior, Vol: 49, pp: 252-276. 2.

Armutlulu, I. H.; and Noyan, F. (2011), “A multileV of organizational commitment”, Procedia - Sociad
Behavioral Sciences, Vol.30, pp.2139-2143.

Bodla, M. A., & Danish, R. Q. (2009). Politics amebrkplace: an empirical examination of the relasioip
between perceived organizational politics and woekformance. South Asian Journal of Management,
16(1), 44-62.

Bodla, M.A., & Naeem, B. (2008a). What SatisfiesafPhaceutical Salesforce in Pakistan? The Intematkio
Journal of Knowledge, Culture, & Change Managem&nt,

Bodla, M.A., & Naeem, B. (2008b). Relevance of Hengy's Theory to Pharmaceutical Salesforce in Rakis
The International Journal of Knowlede, Culture, &abdge Management, 8.

Boehman, (2006), “Affective, Continuance, and Naim@Commitment among Student Affairs Professiohals
Unpublished Doctoral Dissertation, North Carolintat8 University, Raleigh, NC (ProQuest Digital
Dissertations).

Canipe, (2006), “Relationships among Trust, Orgaimnal Commitment, Perceived Organizational Suppor
and Turnover Intentions”, Unpublished Doctoral Bigation.

Du, P., Lai, M., & Lo, L.N.K. (2010). Analysis obp satisfaction of University Professors from Ni@kinese
Universities, Front: Education China, 5(3):430-449.

Fishbein, M., & Ajzen, 1. (1975). Belief, attitudejtention, and behavior: An introduction to theaand
research. Reading, MA: Addison6Wesley.

Gappa, J.M., Austin, AE., & Trice, A.G. (2007). tRieking faculty work: Higher education’s strategic
imperative. San Francisco, CA: Jossey-Bass.

Gaertner, K. N. & Nollen, S. D. (1989) Career expetes, perceptions of employment practices and
psychological commitment in the organisatibluman Relations, 42 (11), p. 975 — 991.

Ghazi, et al. (2010). University Teachers’ Job Satition in the North West Frontier Province of Btn.
Asian Social Science Vol. 6, No. 11; November 2010.

Greenberg, J. (2005). Managing Behavior in Orgditima 4th ed., Prentice-Hall, Englewood.

Guthrie, J. P. (2001) High-involvement work praesicturnover, and productivity: Evidence from Negaland.
Academy of Management Journal, 44 (1), 180-190

Hackman, J. R. & Oldham, G. R. (19808prk redesign. Phillipines: Addison-Wesley.

lles, P., Mabey, C. & Robertson, I. (1990) HRM piaes and employee commitment: Possibilities, péfand
paradoxesBritish Journal of Management, 1,p. 147-157

Iverson, R. D. & Buttigieg, D. M. (1999) Affectivenormative and continuance commitment: Can thehtrig
kind’ of commitment be managed&urnal of Management Sudies, 36 (3), p. 307-333.

Jacobs, J.A., & Winslow, S.E. (2004). Overworkedutty: Job stresses and family demands. The ANNALS
the American Academy of Political and Social Sceers96, 104-129.

Johns, G. (1996). Organizational Behavior, Harpén@oCollege Publisher, N. Y.

Kalleberg, A. L. & Mastekaasaz, A. (1994) Firm mal labor markets and organisational commitment in
Norway and the United State&gta Sociologica, 37(3), p. 269 — 286

Klein, H. J., Molloy, J. C., & Cooper, J. T. (200®9onceptual foundations: Construct definitions #rabretical
representations of workplace commitments. In HKlkin, T. E. Becker, & J. P. Meyer (Eds.),
Commitment in organizations: Accumulated wisdom amelv directions (pp. 3-36). New York:
Routledge/Taylor & Francis Group.

Lambert, E. G. (2003) Justice in corrections: Ampleratory study of the impact of organizationaltices on
correctional staffJournal of Criminal Justice, 31, p. 155-168

Lambert, E. G. (2004) The impact of job charact&sson correctional staff membeighe Prison Journal, 84
(2), p. 208 - 227

Lambert, E. G. & Hogan, N. (2009) The importancejalf satisfaction and organizational commitment in
shaping turnover intent: A test of a causal mo@giminal Justice Review, 34 (1), p. 96-118.

Lambert, E. G., Hogan, N. L. & Griffin, M. L. (2007he impact of distributive and procedural justme
correctional staff job stress, job satisfaction anghnizational commitmendournal of Criminal Justice,

35 (6) p. 644-656

Lambert, E. G. (2004). The impact of job charastars on correctional staff members. The Prisorrnkiu
84(2), 208-227.

Levine, D. I. (1993) What do wages bu@ministrative Science Quarterly, 28, p. 462-483

Lincoln, J. R. & Kalleberg, A. L. (199Q3ulture, control and commitment: A study of work organizations in the
United States and Japan. New York: Cambridge University Press

Mathieu, J. E. & Zajac, D. M. (1990) A review andetaranalysis of the antecedents, correlates and
consequences of organizational commitment. PsygieabBulletin, 108, p. 171-194.

Mayer, R. C. & Schoorman, D. F. (1998) Differeritigt antecedents of organizational commitment: A ¢ds

12



Journal of Resources Development and Management www.iiste.org
ISSN 2422-8397  An International Peer-reviewaardal E-I_.!l]
Vol.9, 2015 IIS E

March and Simon’s modelournal of Organizational Behavior, 19 (1), p. 15 — 28.

Mathieu, J. and Zajac, D. (1990), A review of eranalysis of the antecedents, correlates and goasees of
organizational commitment”, Psychological Bullettol. 108 No. 2, pp. 171-94.

McElroy, J. C. (2001) Managing workplace commitmbptputting people firstHuman Resource Management
Review, 11 (3), p. 327 — 335.

Meyer J and Allen N (1997), “Commitment in the Wpldce: Theory, Research, and Application”, Sage
Publications.

Meyer, Allen, (1997) “Commitment in the Workplacelheory, Research and Application”, Sage Publicatio
Thousand Oaks, CA. 19.

Mottaz, C. J. (1987) An analysis of the relatiopsbetween work satisfaction and organizational cidment.
The Sociological Quarterly, 28 (4), p. 541-558

Mottaz, C. J. (1988) Determinants of organizatiammhmitmentHuman Relations, 41 (6), p. 467-482.

Mottaz, C. J. (1987) An analysis of the relatiopsbetween work satisfaction and organizational cidment.
The Sociological Quarterly, 28 (4), p. 541-558

Mottaz, C. J. (1988) Determinants of organizatimmhmitmentHuman Relations, 41 (6), p. 467-482

Mottaz, C. J. (1988) Determinants of organizatimmhmitmentHuman Relations, 41 (6), p. 467-482

Mowday, R. T., Porter, L. W. & Steers, R. M. (19&ployee-Organizational linkages: The psychology of
commitment, absenteeism and turnover. Academic -Press: New York

Mowday, Steers and Porter, (1982), “Employee-Omgtional Linkages: The Psychology of Commitment,
Turnover, and Absenteeism”, New York: Academic Bres

Parker M, Slaughter J (1995).”Unions & managemenmt diress”, in Babson, S. (Eds), Lean Work:
Empowerment and Exploitation in the Global Autoustty” Wayne State University Press, Detroit, Ml,
pp.41-53

Parker, S.K., Johnson, A., Collins, C. & Nguyen,(2D13). Making the most of structural support: Mcating
influence of employees’ clarity and negative affédatademy of Management Journal, 56(3), 867-892

Price, J. L. & Mueller, C.W. (198@bsenteeism and Turnover of Hospital Employees, JAIl: Greenwich, CT.

Price, J. L., & Mueller, C. W. (1981). A causal nebdf turnover for nurses. Academy of Managementidal,
24, 543 + 563.

Rayton, B. A. (2006). Examining the interconnectminjob satisfaction and organizational commitmefut
application of the bivariate probit model. Inteinatl Journal of Human Resource Management, 17(1),
139-154.

Rayton, B. A. (2006). Examining the interconnectimijob satisfaction and organizational commitmefut
application of the bivariate probit model. Inteiinagl Journal of Human Resource Management, 17(1),
139-154.

Schuster, J.H. & Finkelstein, M.J. (2006). The Aiveen faculty: The restructuring of academic workd an
careers. Baltimore, MD: The John Hopkins Universitgss.

Scott-Ladd, B. & Marshall, V. (2004) Participationdecision making: a matter of contexthe Leadership and
Organization Development Journal, 25 (8), p. 646-662

Sims, H. P., Szilagyi, A. D. & Keller, R. T. (19768he measurement of job characteristiésademy of
Management Journal, 19 (2), p. 195 — 212

Spector, P.E. (1997). Job Satisfaction: Applicatidasessment, Causes, and Consequences. Uniteddfing
Sage Publications Ltd.

Turner, Chelladurai, (2005), “Organizational andc@gational Commitment, Intention to Leave, and Piead
Performance of Intercollegiate Coaches”, Journ@mért Management, Vol: 19, pp: 193-211.

Vilela, B. B.; Gonzalez, J. A. V.; Ferrin, P. R2008), “Person-organization fit, OCB and performaappraisal:
Evidence from matched supervisor—salesperson d#tansa Spanish context”, Industrial Marketing
Management, Vol. 37, pp.1005-1019.

Warr,P., Cook, J. & Wall,T. (1979) Scales for theasurement of some work attitudes and aspects of
psychological well-beinglournal of Occupational Psychology, 52, 129 -148.

Young, B. S., Worchel, S. & Woehr, D. J. (1998) @nigational commitment among Public service empaye
Public Personnel Management, 27 (3), p. 339 -348

13



The IISTE is a pioneer in the Open-Access hosting service and academic event management.
The aim of the firm is Accelerating Global Knowledge Sharing.

More information about the firm can be found on the homepage:
http://www.iiste.org

CALL FOR JOURNAL PAPERS
There are more than 30 peer-reviewed academic journals hosted under the hosting platform.

Prospective authors of journals can find the submission instruction on the following
page: http://www.iiste.org/journals/ All the journals articles are available online to the
readers all over the world without financial, legal, or technical barriers other than those
inseparable from gaining access to the internet itself. Paper version of the journals is also
available upon request of readers and authors.

MORE RESOURCES

Book publication information: http://www.iiste.org/book/

Academic conference: http://www.iiste.org/conference/upcoming-conferences-call-for-paper/

IISTE Knowledge Sharing Partners

EBSCO, Index Copernicus, Ulrich's Periodicals Directory, JournalTOCS, PKP Open
Archives Harvester, Bielefeld Academic Search Engine, Elektronische Zeitschriftenbibliothek
EZB, Open J-Gate, OCLC WorldCat, Universe Digtial Library , NewJour, Google Scholar

c Je‘ m l\l)l\C(())Ht\l(l\
I'OS

O ULRICHS\WEE  JournalTOCs |

£ 2 ¥ Elektromsche
008 Zeitscnnftendibliothek
( ) ¥/ \ "y
(’C\ | | LR
) A e

oCLC WF [ IBRARY

WorldCat



http://www.iiste.org/
http://www.iiste.org/journals/
http://www.iiste.org/book/
http://www.iiste.org/conference/upcoming-conferences-call-for-paper/

