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Abstract 

Private higher educati on is a rapidl y expanding part of Ethiopia' s higher educat ion 

system. In vestment in pri vate higher institutions by Ethiopian entreprene urs is continued 

to grow, but little is known abo ut their organizati on and management in genera l, or the 

nature of work factors and employees commitment in particular. Th is study examines the 

impact of in trinsic, extrinsic, and equity factors of work on employee ' s organizational 

commitment in two selected pri vate co lleges in Addis Ababa. The find ing shows that 

instructors in private co ll eges wcre sa ti s fi ed with intrinsic [actors o f work such as 

opportunity for achieve ment. chall engi ng wo rk. responsibility, and opportunity for 

growth and development. On the other hand. instructors were genera ll y di ssati s fied with 

extrinsic content of work such as salary, fri nge benefits, incenti ves, job security, 

opportunity for training, and post employment security. Moreover, there was also 

structural inequity which is a perception of employees that they are required to do too 

much work for slllall pay. Consequentl y. employees were not committed to their 

organization which implies thc ava il abil ity of hi gh turnover and lower performance. To 

build a viable work force for the success of the co ll eges and industrial peace, the co ll eges 

should invest in the long term goa l of their employees and learn to ba lance their interest 

to earn a hi gher profit with those of their empl oyees. 
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1.1 Background 

CHAPTER ONE 

INTRODUCTION 

Private higher education is a rap idly expanding part of Ethiopia's higher education 

system. Pri vate hi gher institutions in Ethiopia are a relatively new phenomenon. Vi rtuall y 

all of them have been establi shed within the past 9 years. According to World Bank 

(2003) there are some 37 private co lleges and institutes (not all of them accredited by the 

Ministry of Education) enroll 21 % of the nation ' s higher education students. The 

majority of these institutions are quite new, enroll 500 students or less, and offer training 

in spec iali zed areas such as accounting, business admin istrati on, or information sc ience. 

The remainder range in size fro m 1.000 students up to a maximum of 7. 1 00 students . 

Those private Colleges employ a considerab le number of employees with different 

educational background rangll1g fro m BA/BSC degrees to PhD. For the growth and 

effective performance of the co ll eges the commitment of employees to the organization is 

an important fac tor to be considered. However, most of the employees in the co ll ege do 

not seem to be committed to their organization. It is observed that there is a rapid 

movement of workers form one organi zation to anothe r and there are also large numbers 

of employees who are work ing for more than one college at the same time. With the 

current liv ing condition in the country, when the price of food items, house rent and other 

materia ls required for living has skyrocketed, it is argued that employecs arc focusing on 

earning more and looking for organizations which pay better. Tn thi s regard the study 

focuses on inves ti gating the impact of working conditi ons, particularly the impact of 

Herzberg's extrinsic factors of work, on the commitment of employees in private higher 



educational institutions specifi ca ll y by taking the case of empl oyees of Roya l and Infonet 

col leges. 

Royal and In fonet Co ll eges are private higher institutions establi shed and operating in 

Ethiopia. Infonet Col lege was constituted in 1999 under the educational vision of the 

Infonet Computer Center as a Pri vate Li mited Company incorporated in Ethiopia. The 

Col lege offers both long and short term trai nings and consultancy services on various 

fields. From the old curriculum, the college was accredited for Diploma in different fi e lds 

of stud ies, such as Software and Hard ware Eng inee ring, Computer Ass isted Market ing 

Management, Computer Aided Acco unting, Multimedia Production & Graphic Design, 

Computerized Secretarial Sc ience. In its new Curri cu lum, the Coll ege is accredited to 

take on courses on Informati on Technology, Accounting, Marketi ng, Purchasing, and 

Banking & Insurance. For the Degree Program, the College has been pre-accredited to 

take on C0111puter Science , Accounting, Manngement Information system ; Management 

& Economics related courses for the di verse groups o f students. The co ll ege is also unde r 

take d ifferent short-term training programs. The Co ll ege is located in Add is Ababa, a 

place customarily known as Sefere Selam and it has branches at the center of Piazza. 

Roya l Co ll ege is a private hi gher academic institution founded under the Roya l Business 

Group PLC. The col lege has laid its background in the former LAN COM Institute 

established in 1997 and had been offering trainings in computer, fo rei gn language 

touri sm and hotel management. Roya l college has got accred itati on from the Ministry of 

Education in 2000 in s ix areas of study - Accou nting. Marketing Management, Human 

Resources Management. Secretari al Sc ience and OlIice Manageme nt, Business 

Information Systems, and Law, at Diploma and Certificate leve ls. In Degree level, the 
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College was accred ited in Acco un ting, Business administrat ion, and Law. The co llege 

started its diplo ma courses in the above six fi elds in a campus located in the center of the 

capital city, Addi s Ababa. customaril y known as Piazza and later on opened add itional 

campus to the east of the capital , Lancia Campus. Based on its plan to open branches in 

other parts of the country, the col lege presentl y has another campus in the Oromia 

Regional State, Adama. 

Both Roya l and Infonet Colleges were established as private limited companies. They 

were establ ished as a fami ly business in which fou nders inc lude husband, wives, and 

ch ildren as part of the ownership. The owners were usually known as gene,al managers 

and managing directors. In both the co lleges, the owners di rectl y participate in the 

management of every aspect in the co ll eges by being members of the management team. 

In the co lleges under the stud y, there was exp li cit div ision of labour, specialization and 

departmentali zation, indicating a formal organizat ion structure. 

This paper is aimed to analyze how Roya l and In fone t Co ll eges a re managi ng their 

workers, and what the workers feci about the ir jobs, the ir employers and their 

organizations. Specifically, thi s is a stud y of the impact of intrinsic, ex trinsic factors of 

work, and employees' percept ion of equity towards employees' commitment in Royal 

and Infonet Colleges . 

1.2 Statement of th e Problem 

Management is a prob lem so lving process to achieve organ izational objectives tlu'ough 

the effi cient lise of physica l, f"inancial and human resources in a changing environment. 

Tn thi s regard. the orga ni zatio n needs to have emp loyees who arc competent and 

committed to the organi zat ion they are work ing fo r. To reta in a sa ti sfied wo rk force that 



is committed to its organi zation the management needs to focus on creati ng and 

maintaining a sui table and conduci ve working condition. 

Ukaegbu (2000) explained that for employees wo rking in a depressed economy the 

extrinsic wo rk ing conditions such as salary, promoti on opportu nity, fringe benefits and 

j ob security are stronger predictors of employee commitment than will intrinsic factors 

such as a challenging job and participation in deci sion-making in the organ ization. Also, 

the more management is perceived to be consc ious of and interested in the welfare of 

workers, the hi gher will be the level of employce comm itment. Furthermore, equity 

factors are stronger predi ctors of cmp loyee commitment than intrinsic factors. (Ibid, 

2000, p. 302) 

As a result, Royal Co llege's and lnfo net Co llegc's managers are ex pected to make 

effect ive and appropriate deci sions about extrinsic fac tors and employee 's perception of 

equity whi ch contribute to the employees comm itment, since they are operat ing and 

employing workers in a poor country. 

Consequently, the researcher stud ied working condit ions in general and the impact of 

intrinsic, extrinsic and equity factors on cmployecs · commi tment to their organi zations 

under study in particular, by answering thc followin g basic questions: 

I . What does the current ex trinsic content of work looks like0 

2. Do the employees in the organ ization sati s fi ed with the extri nsic content o f the work0 

3. Do the empl oyees fec i the management cares for the ir we lfare? 

4. What is the perception of the employees towards equity? 

5. What is the feeling of employees regardi ng the intrinsic content of the work? 

6. Are the em ployees committed to their orga ni za ti on') 

4 



7. Wh ich factors of the wo rk IS more predictor or employees ' comm itment to thei r 

organization? 

1.3 Objectives of the Study 

The general objecti ve of thi s research is to study the effects of work contents on the 

Royal and In fonet Colleges empl oyees' long term commitment to their organ izations. 

However, the specific objectives or the present stud y are: 

To find out the sati s faction level of employees on intrinsic factor of work, extrinsic 

facto r of work and equity. 

To find out the commitment level of employees in the co lleges, 

To bring out the relationship between intrins ic factors of wo rk, extrinsic factors of 

work and percepti on of equity with employees organizational commitment 

To find out the most de terminants of employee commitment, 

To make necessary recommendations towards the bette rment o f the wo rking 

conditions. 

1.4 Significance of the Research 

This study in vestigates the impact of work facto rs such as intrinsic, extrinsic and eq uity 

factors towards organizational comm itment of Royal and Infonet Co ll eges ' employees. 

The study is important because it provides an understandi ng in the area of organizational 

commitment and satis faction with the facto rs of wo rk invo lved in teaching job or 

educat ional organ ization. It also provides an insight on the re lationshi p of the factors of 

work with employees ' organizational comm itment in those co ll eges. The result of the 

present research is al so important to create awareness on the part of the managemcnt of 

Royal and lnfonet Collages about the most determinant variables that can infl uence the 

commitment leve l of the co llege's employees. It is expected that the management of the 
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Co lleges will take the necessa ry measures to overcome problems regard ing employee 

sati sfaction after go ing through the findings and recommendations give n by the 

researcher. 

Furthermore, the study will add to the existing literatures and may serve, as addi tional 

source for reference and it will also serve as a spring board fo r other researchers who 

want to conduct detai led research on the issue. 

1.5 Scope and Limitation of the Study 

Thi s study would be more important if more pri vate colleges had been included in the 

research. However, it would be practi cally unattainable to assess more than two private 

co lleges due to lack of time and financial resources, despite the pursuit for in depth 

ana lys is on the part of the writer. There io rc. onl y Roya l and Info net Co ll eges are se lected 

for the stud y. 

1.6 Research Methods and Design 

1.6.1 Measurement 

On a fi ve poin t scale, (5) strongly agrec. (4) agree, (3) indifferent (2) di sagree, and ( I) 

strongly di sagree, organiza ti onal commitment index was constructed to examine the 

degree of workers sati sfaction with the intri nsic factors of work , extrinsic factors of work, 

and equity factors of work. The organ izational com mitment component of the index was 

des igned to measure wo rkers' intension to stay with the company or leave it. The 

following variables which wcrc adap ted from Ukeagbu (2000) we re used to measure the 

satisfaction of employees with the work factors and to mcasurc the ir comm itment level. 

Intrinsic factors of wo rk 

The degree of wo rkers sati s faction with: 

I , 
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o Opportunity of achievement 

o Challenging work 

o Increased responsibility 

o Growth and development 

Extrinsic Factors of work 

The degree of wo rker di ssatisf11ct ion with : 

o Salari es 

o Promotion 

o .lob security 

o Fringe benefits 

o Opportunity for trai ning 

o Post empl oyment security 

o The extent to which wo rkers feel management cares for their welfare. 

Equity factors of work 

Consists of employees perceptions on: 

o Whethe r management treat all employees eq uall y 

o Whether employees expected to do too much work [or small pay 

o Whether the relatives of owners and managers received higher salari es and faster 

promotions 

o Whether goss ipers get favorers from owners and managers 

o Whether other organi zati ons pay morc than employecs of those Colleges earn for 

the same type of job they are engaged in. 

The Organi zational commitment questions were designed to find out: 

o If the employees fee l they have a bright future with the organi zations and so would 

remain in the organi zations 

o If the y think that their current job is only a temporary employment 

o Whether or not employees wo uld eas il y leave the company if they fo und jobs in 

other orga ni zations 

7 



According to Ukaegbu (2000) when the variables for intrinsic, extrinsic, and equity 

factors , are correlated w ith the organi zational commitment variables, it wi ll enable to 

identify the relative impacts of these wo rk factors towards organizational commitment. 

1.6.2 Data Source 

The sources of data for thi s resea rch paper were acade mic employees (instructors) of 

Royal and Info net Co ll eges. llence. the data source was bas ica lly a primary source. 

1.6.3 Data Collection Method 

The relevant and current data were collected tlu'ough the following tools. 

l. Data for this study were col lected from academic staff (instructors) of Royal and 

Infonet Co lleges by distributing the quest ionnaire to a randoml y selected but 

proportionate to the size of the Coll eges ' employees. To let respondents express their 

opinions, open ended questions were used to request them to li st condit ions in their 

companies which they found attractive and unattractive . Further to clarify some of the 

questions in the questionnaire open ended questions were provided. The responses 

from the open ended quest ions were used 10 broaden the discuss ion in the anal ys is. 

The resu lts of the responses orthe employees were used to present the finding and the 

analys is; however, interviews were conducted with the managers (the academic vice 

deans of Royal and Infonet Colleges) to be used to clarify some issues relevant to the 

stud y and to verify the finding from the employees. 

2. Review of documents and records o f the inst itution abo ut its employees, policies, 

procedures and performances we re used to co ll ect secondary data. 
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1.6.4 Sa mple Design 

As shown in Table 1.1 the total pop ul ation was 178 instructors in both Roya l and 

Infonet Co ll eges i.e. Royal Co ll ege had 100 instructo rs and In fonet Co ll ege had 78 

instructors by the ti me th is resea rch has been conducted. Therefore, a sample of 50 

instructors was randoml y se lected from both coll eges which are approx imately 28 

percent of the tota l population. Part icul arly from royal co ll ege 28 instructors and fro m 

Infonet co ll ege 22 instructors were selected for the study. Inaddition , the academic 

vice deans of Royal and In fo net Co ll eges werc interviewed. 

T bl I I S a e I D . ample eSlgn 
Royal Infonet 

Particulars Co llege Col lege Total -
Total population of academic 100 78 178 
staff . - .--.--- ._- ---
Sample size of Acadcmic staff 28 22 50 

(28%) 1 (28%) t (28%) 

Management(Vice J)sl!~0-c _______ ~I __ _ ~ __ I _ 2 _._~ 
Note: Figures In brackets ll1chcate percentage of the samples to the 

population in each college and the total populat ion 

1.6.5 Analysis 

The co ll ected data from randoml y selected employees was summari zed by using Exce l 

and transferred to SPSS 10 be analyzed in terms of descri ptive statisti cs such as 

Percentages and Mean. The output obtained from the so f1ware was presented by using 

tabulation of data fo llowed by the anal ys is. Mean sca le as a meas ure of central tendency 

was used to show where the majority of responses concentrate i.e. nearer to which scale 

the representati ve middl e value 0(' responses is found. 
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As a statistica l tool, Correlation was employed to anal yze the co ll ected data and to find 

out the relationship of comm itment with its determina nts. The correlation coeffic ients 

were calcul ated by using SPSS. 

1.7 Orga nization of the Study 

The paper is arranged in fo ur diffe rent chapters. The first chapter dea ls with the 

introductory part of the study. Here, the statement of the problem, objective of the study, 

significance of the study, scope and limitation , and methodo logy are incl uded. 

Chapter two di scusses the related literature and the theo retical fram ework. Here different 

theo ri es applicab le to the study are presented. 

In the thi rd chapter the data obtained from the respondents are presented. Moreover, the 

analysis is also presented in th is chapter ["allowing the presellled data. 

Finally, in the last chapter relevant conclusion was drawn fo rm the fi ndings obta ined and 

accordingly possible recommendations have been fo rwarded 
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2.1 Introduction 

CHAPTER TWO 
LITERATURE REVIEW 

I...... - ' .. 
.... 1, ...... 

'. 

Employee's Commitment to their organi zation is an important fac tor for organizati onal 

growth and development. Ukaegbu argucd that an understandi ng of work ing conditi ons 

and employee comm itment in orga nizati ons is vcry important. A mo ti vated and 

committed workforce can help enterprises to ex pand their profits, diversify investments 

and pave the way fo r durab le o rgani zations. especia ll y if owners create robust 

organi zational structures for effecti ve entreprcneurial and manageri a l succession and 

continuity. (Ibid, 2000, p. 305) 

Hang and Finsterbusch ( 1987) as quoted in Ukaegbu. stated that build ing and sustai ni ng 

effective and producti ve organ izations is a prerequisite for achi eving economic, social 

and political development. Attractin g employees to an organization , retention of 

comm itted employees to the ir organ izati on. and job sati sfact ion are outcomes of good 

human resource manage mcnt. Em pl oyecs join. and contin ue to work, for an organi zati on 

as long as their needs arc reasonab ly satis fi ed. Poor working condition res ults in 

abandonment of organizations by employees. In organi zational litcrature, thi s is a sign of 

lac k of employee commitment to the organi zation . w ith detrimenta l consequences to the 

o rganizations . ( Ibid , 2000. p. 298) 

In thi s chapter, lite ra tures rcgarding moti vational theori es. eq uity theories and 

commitment will be di scussed. Since the theoretical basis fo r thi s paper is the theories of 

Herzberg and Maslow, more emphas is is given for a broad discuss ion of those 

motivational theories . Sim il arl y. organi zational commitment is broadl y reviewed. 
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2.2 Distinction between Motivation and Co mmitment 

Motivation is the driving force within individuals that dri ve them phys iologically and 

psychologica ll y to pursue one or more goals to fulfi ll their needs or expectations (Lam & 

Tang, 2003, p. 6 1). Moreover, Luthans (1998) asserts that motivation is the process that 

arouses, energizes, directs. and sustains behavior and performance. That is, it is the 

process of stimulating people to action and to achieve a des ired task. One way of 

st imulating people is to employ effective motivation, which makes workers more 

sati sfied with and committed to their jobs. (p. 90) 

Where as organizational comm itment is the bclief in and acceptance of the organization's 

goals and values, the willi ngness to exert considerable effort on behalf of the 

organization, and the desire to remain in the organi zation (Martin , 1982, pp. 1147-1 1 5~L,, __ .... ,~ 

Beckeri. Randal, and Riegel ( 1995) de fin ed thc term in three dimensions: ! t-···· • .; 
rl;l,I.:ot{ ~ 

#.,," .,... I • ~/' 
No.! ~'l 

1. a strong desire to remain a mcmber of a particular organization; Iii . 
>-i 

2. a willingness to exert hi gh levels of efforts on behalfofthe organ ization; (;:.-, .. J / ....... ~J 
3. a definite belief in and acceptance of the va lues and goals of the organization. . .. 

Managers and management researchers have a long believe that organizational goals are 

unattainable without the enduring com mi tment of members of the organizations. 

Motivation is a human psychological charac teristic that contributes to a person's degree 

of commitment crella, Ayeni & Popoola 2007. r 14). Moti vators may be intrinsic or 

ex trinsic. An example of an intrinsic moti vator is the se l{~ful ti l lment of a worker as a 

result of performing a task we ll. An example of an extrinsic moti vator is the award of 

monetary bonus fo r extra effort by a worker. In this rega rd , motivat ional theories briefl y 
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reviewed with an emphasis given fo r Maslow's and Herzberg' s theories, since motivation 

is a basis fo r employee ' s comm itment to thei r organization. 

2.3 Review of Motivation Concepts 

Accordi ng to Lam and Tang, methods to motivate employees can be catego rized into 

need-based, and process based . Maslow's Needs Hierarchy, Herzbe rg's Two- factor 

Theory, McGregor' s Theory X and Theory Y. and Ouchi's Theory Z are typ ical need­

based approaches focus ing on the role of motivati onal dispositions in dri ving an 

employee to complete a job with the desirable producti vity and quality. Vroom's 

Expectancy Theory and Reinforcement theory are process-based approach in through 

which motivation become aroused and trans lated into the des irable work behavior. (Ibid, 

2003, p. 64) 

2.3.1 Theory X and Theory Y of McGregor (1960) 

McGregor ( 1960) postu lates Theory X and Theory Y based on extreme assu mpti ons 

about people and work. Theory X assumes that average employees disli ke work, and that 

the on ly way to maintain or increase productiv ity is to si mpli fy the operational process. 

supervise the employees close ly, and moti vate them in short term through fi nancial 

incentive schemes. Theory Y assumes that average employee's desire self-directi on and 

self-control , seek and accept responsibili ty, enjoy physical and mental effort, and have 

the potential to be self- motivating . (p.3 04) 

2.3.2 Expectancy theories of Vroom (1964) and Lawler (1973) 

The expectancy theories of Vroom (1964) and Lawler ( 1973) are regarded by Maloney 

(1986) people chooses how to behave fro m among alternati ve courses of action, based on 
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their expectation what there is to gain fro m each acti on. It is as the most useful approach 

to analyzing the three important variables (performance out come expectanc y, Valence 

and Effort performance expectancy). (pp. 231-245) 

2.3.3 Theory Z of Ouchi (1981) 

Accord ing to Theory Z of Ouchi ( 1981 ) as quoted in Lam and Tang, the key factors to 

managerial success are tech no logy and a ho listi c way of managing employees by a strong 

company philosophy, a d istinct corporate cu lture, long-term sta ff deve lopment, staff-

participation in decision-making, and modifi cati on or improvement of worker behav ior. 

(Ibid , 2003 , p. 63) 

2.3.4 Reinforcement ThcOI'Y of B.F Skin ncr 's 

Reinforcement theory which is associated with the psychologist B.F Sk inner, shows how 

the consequences of past behav ior affects fll tllre actions in a cyclical learning process. 

(Stoner, Freeman & Gi lbert, 2002, p. 459) 

Figure 2.1 The Reinforcement Process 

Managers Individ ual Positi ve 
Requests Behavior Recognition 
(Stimulus) (Response) (Rewards) 

Future Positi ve 
Behavior from 
Requests 
(Reinfo rcement) 

Source : Warren PlunkclI and Raymond F. Atln t:r 1986. Introduction to ivlanagemcnt. Kent Publishing Compall ) 
Boston p. 322 
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2.3.5 David McClelland's Achievement Theory 

The work of David McClelland relates to three needs: achievement, power, and 

affi liation. (Plunkett & Attner, 1986, p.320) 

o Achievement - des ire to exce l or ach ieve in relation to a set of standards. 

o Power - desire to control others or have influence over others. 

o Affi li ation - desire fo r fi'iend ship, friend ship, cooperation, and close interpersonal 

relationship. 

2.3.6 Maslow's Need Hierarchy Theory 

In his theory of motivation , Maslow ( 1954) as quoted in Lam and Tang, classifies the 

desires or needs of human beings into phys iological, safety, belongingness, esteem. and 

se lf-reali zat ion needs in ascending order of importance. Examples of physiological needs 

are salary, housing, food and clothing. Examples of safety needs are safe working 

environment, freedom from pai n and threat, and job security. Belongingness needs 

include affection frol11 fri ends and famil y, and the feelin g of belonging to a group . 

Esteem needs are the desire for respect and recognition that sati sfy one's ego. Self­

rea lizat ion or se lf-actua li zation needs are indi vidual's personal sense of achievement and 

feeling of self-fulfill men I. Mas low asserts that the low-leve l need must be sati s fied before 

attempting to reach the need of the next higher leve l; and that once a need is sati s fied ; it 

is no longer a moti vator of behavior with the exception of esteem and self-reali zation 

needs. (Ibid , 2003 , p. 62) 

Maslow (1943) broad ly di scussed the phys iological, safety, belongingness, esteem, and 

se lf- realization needs and it is briefly rev ised as fo ll ows: (pp. 370-396) 
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Pllysiologicall/eeds. -- A human who is missing everything in life in an extreme fashion, 

it is most li kely that the major moti vation would be the phys iologica l needs rather than 

any others. A person who is lac king food, safety. love, and esteem would most probably 

hunger fo r food more stro ngly than for anythi ng else. 10 1 the needs are unsatisfi ed, and 

the organi sm is then domi nated by the phys iologica l needs, all other needs may become 

simply non-existent or be pushed in to the backgro und. It is then fa ir to characterize the 

whole organism by say ing simply that it is hungry, for consciousness is almost 

completely preempted by hunger. All capac ities are put into the servi ce of hunger-

sati sfaction, and the organ ization o f these capac it ies is almos~,,!y de ternl i ned . gY . fI1e~ 

one purpose of satisfying hunger. \ Ii .... <a,,"~ ', : ~ "j .\"'1 
- ,uA.E.' '1. ." t.f.'(iili , .. n II " • 
1h ! iJ ~ I'. It" __ -----'---Til e safety needs - If the phys io logica l needs are relati ve ly we ll grati fied, there then 

emerges a new set of needs. which is roughl y categori zed as the safety needs. All that has 

been said of the physiologica l Ileeds is eq uall y true, although in lesser degree, of these 

des ires. The organism may equa ll y well be wholl y domi nated by them. They may serve 

as the a lmost exclusive organi zers o f behavior, recrui ti ng all the capacities of the 

organism in their service, and is then fa irl y describe the whole orga l1l sm as a safety-

seeking mechanism. Aga in , as in the hungry ma n. it is found that the dominat ing goa l is a 

strong determinant not onl y of hi s current wo ri d-o utlook and phi losophy but also of hi s 

philosophy of the future. Pract ica ll y eve rythi ng looks less importa nt than sa fety. 

Til e love I/eeds - If both the phys iolog ical and the safety needs are fairl y well gratified , 

then there will emerge the love and affecti on and belongingness needs, and the whole 

cyele already described wi ll repeat itself with thi s new center. Now the person will feel 

keenl y, as never before, the absence o f fri ends. or a sweetheart, or a wife , or children. He 
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will hunger for affectionate re lati ons wi th people in general , namely, for a place in hi s 

group, and he wi ll stri ve with great intensity to achieve this goal. He will want to attain 

such a place more than anything e lse in the world and may even forget that once, when he 

was hungry, he sneered at love. 

The esteem needs - Thesc needs may be classified into two subsidiary sets. These are, 

first, the desire for strength. for achievement, for adequacy, for confidence in the face of 

the world, and for independence and freedom. Secondly it is the desire fo r reputation or 

presti ge (defining it as respect or esteem from other people), recognition, attention, 

importance or appreciation. Satisfact ion of the sel f-esteem need leads to feelings of self­

confidence. worth, strength . capability and adeq uacy of being useful and necessary in the 

world. 

Self-actualization . - Even if all these needs are sati s fi ed, people may still often expect 

that a new di scontent and restl essness will SOU Il dcvelop, unless the indi vidual is doing 

what he is fitted for. A music ian must make music. an arti st must paint, a poet must write, 

if he is to be ultimately happy. What a man can be, he must be. This need is call self­

actuali zation. It refers to the desi re for self-fulfillment, namely, to the tendency for him to 

become actualized in what he is potentially. This tendency might be phrased as the desire 

to become more and more what one is. to become everythi ng that one is capable of 

becoming. The specific form that these needs wi ll take will of course vary greatly from 

person to person. In one indi vidual it may take the form of the des ire to be an ideal 

mother, in another it may be expressed athletica ll y, and in still another it may be 

expressed in painting pi ctures or in inventions. 
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2.3.7 Herzberg's Two Factor Theory 

In 1959 Herzberg and hi s co-workers had performed an in depth analysis of sources of 

sati sfaction and di ssatisfaction among 200 engineers and acco untants in the Pittsburgh 

area. A conve ntiona l app roach to the problem wo ul d ca ll fo r the experimenter to measu re 

over-a ll job sat is faction on a scale. and then relate these scores to vari ous factors maki ng 

up or surro unding the indi vidua ls' jobs. Herzberg chose a somewhat different "semi­

structured" interview approach, in which he and his co-workers as ked a few general 

questions and then pursued items as they saw fit, without attempting to force the 

responses into any preconcei ved sca lar format. (Behli ng, Labovitz & Kosmo 1968, 

pp.99-108) 

Behling, et al (1968) e laborated that Herzberg asked the respondents to identify any 

"critical incidents" which had led to sati sfaction or di ssatisfaction on the job. I [ the first 

incident recalled concerned a satisfying experience, the respondent was then asked to 

relate one which had led to di ssatis fact ion. If the first incident had been dissatisfying he 

was asked to recall a sati sfyi ng one. All of the incidents (a number of the interviewees 

came up with three or [our during the course of the interview) were discussed and the 

respondents were asked to rate how strongly their feelings toward thei r jobs had been 

affected by each one. The various ideas which appeared in the transcripts of the 

interviews were then subjected to a post hoc classification. from which 14 factors 

emerged: 

I . Recognition 

2. Achievement 

3. Poss ibility of growth 

4. Advancement 
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5. Salary 

6. Interpersonal relations 

7. Supervision-technical 

8. Responsibility 

9. Company policy and administration 

10. Working conditions 

II. Work itse lf 

12. Factors in personal life 

13. Status 

14. Job security 

t r 

These factors were used as the basis of several analyses of the responses, the most 

important of which , for the deve lopment of Herzberg's theory, concerned the relative 

frequency with wh ich they appeared in incidents lead ing to satisfaction and in those 

lead ing to dissati sfaction. Ach ievement, recognition, the work itse lf, responsibility, 

opportunity for growth, and advancement -all things intrinsic to the job itself -were 

mentioned in a large proportion of the sati sfy ing incidents, but in only a few of the 

dissatisfying ones. Company policy and ad ministrati on, quali ty of supervision, sal ary, 

interpersona l relations wi th the supervisor, and working condi tions -factors extrinsic to 

the work itself - ap peared mostly in di ssati sfy ing incidents. (Behling, et aI, 1968) 

Accord ing to Herzberg ( 1967) as quated in Ukaegbu (2000), intri nsic elements of the job 

are related to the actual content of work, such as recognition, ach ievement and 

responsibility. These were referred to as 'motivational' factors and are significant 

elements in job sati sfaction . By contrast, Herzberg described extrins ic factors as elements 

associated with the wor k environment, such as wo rk ing conditions, salary, class size , 

staff assessment and supervisory pract ices, and benefit s. These were refe rred to as 
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'Extrinsic' or 'hygiene' fac tors which are related to job dissatisfaction. Herzberg 

concluded that sati sfaction and di ssatisfaction are not on the same continuum. As a result, 

he argued that motivational factors can cause satisfaction or no sati sfaction, whil e 

hyg iene factors cause dissatisfaction when absent. and no di ssati sfaction when present. 

(p. 299). Such theori es are, of course. somewhat tenuously founded in Maslow's theory of 

a hierarchy of needs as applied to work situations, wi th lower order needs requiring 

sati sfaction before hi gher-leve l needs emerge and determ ine moti vation. 

According to Plunkett and Attner, (1986) hygiene factors are the primary causes of 

unhappiness on the job. They are extrinsic to the job- that is, they do not relate directly to 

a persons work, to its real nature. These are part of a job's environment - it is context, not 

its content. When an employer fail s to provide these factors in sufficient quality to its 

employees, job di ssatisfaction wi ll be the result. When they are provided in sufficient 

quality, they will not necessaril y act as moti vators-stimuli for growth and greater effort. 

They wi ll on ly lead to workers to experience no job di ssatisfaction. The factors include: 

(p.3 1S) 

o Salary- adequate wages . sa laries and fr inge benefits 

o Job security- company gri evance procedures and seniority pri vil eges. 

o Working conditions - adequate heat, li ght. ventil ation , and hours of work. 

o Status - privilege. job titles, and other symbols of rank and position. 

o Company policies - the policy of the organi zation and the fairness in administering 

those policies. 

o Quality o fteclulical supervision - whether or not the employee is able to recei ve 

answers for job related questions. 

o Quality of interpersonal relationships amo ng pee rs, superviso rs. and subordinates -

social opportunities as well as the deve lopmelll of comfortable operating 

relationships. 
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Motivational (intrinsic) [ilcto rs are the primary causes of job satisfaction . They are 

intrinsic to the job because they relate di rectly to the rea l nature (job content) of the work 

people perform. When an employer fail s to provide these factors in suffi c ient quality to 

employees, they will experi ence no job satisfaction. When they are provided in sufficient 

quali ty, they affect and provide job satisfaction and high performance. People require 

different kinds and degree of motivation factors. What will be stimu lat ing to one may not 

be to another. To individuals who desire them, motivation factors with the right amou nt 

of quality act as stimuli for psychologica l and personal growth. These facto rs include: 

(Herzberg, 1975, pp. 16- 17) 

o Achievement - opportunity for accomp li shment and for contributing something of 

value when presented with a challenge. 

o Recognition - Acknowledgement that contributions have been worth the e ffort 

and that the effort has been noted and appreciated 

o Responsibility - actuation of new duties and responsibilities, either through the 

expansion of work or by delegation. 

o Advancement - opportunity to improve one ' s organizationa l position as a result 

of job performance. 

o The work it se lf - opportunity for se l [. expression. personal sati s faction , and 

chall enge. 

o Possibili ty of growth - opportunity to increase knowledge and develop through 

job experience. 

Herzberg theory's implicati on for managers is that, they can use it to focus their efforts 

on insu ring the presence of and quality in hyg iene and motivation factors as a foundation 

on which to build motivation. In the absence of quality, employees may face an unclean 
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environment, wh ich can lead to dissatisfaction for the workforce. (Plunkett & AnneI' 

1986, p. 3 16) 

2.4 Comparison of Maslow's and Herzberg's Theories 

Herzberg et al. ( 1959) as quoted in Lam and Tang, (2003) divides Maslow's hi erarchy 

into lower- level and higher-leve l needs acco rding to hyg iene (extrinsic) factors and 

motivators (intrinsic) facto rs respecti ve ly. Table 2. 1 prov ides a compari son of Maslow's 

and Herzberg's view of needs. The hyg iene factors are similar to Maslow's physiological, 

safety and affi li ation needs. The moti vati on factors are similar to hi s esteem and se lf 

actuali zation needs. (p. 63) 

Table 2.1 Motivational model developed after Mas low ( 1954) and Herzbe rg et a1. ( 1959) 
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2.3 Researches Made on Academic Staff to Test Hel'zberg's Theory 

Hi ll ( 1986) adopted Herzberg's two- factor theo ry and assessed the uti Iity of the theory for 

explaining fac ulty job sati s faction. In noti ng that resea rch into higher educat ion that has 

used the Herzberg approach has supported the two-factor theory. Hill argued that, if 

Herzberg's theory is applied to academ ics, satisfaction should come from the 
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'profess ional' model - that is, ministering to clients (students) and working fa irl y 

autonomously in their respective discip lines. The principal sources of satisfactio n should 

therefore be those th ings intrinsic to the work -tcaching, schola rl y ach ievements and 

creati vi ty, and the nature of the wo rk . Principal contributors to di ssati s faction wou ld be 

expected to be th ings extrinsic to the actual work - salary, fri nge benefits, administrati ve 

features and collegial associations. Hill's study provided support for the two-factor theory 

and he suggested that the model cou ld be successfully applied to academic staff in higher 

educati on institutions. He conc luded that job sati sfact ion of academ ic staff in uni versities 

and coll eges is re lated to intrinsic factors (in parlicular, ministeri ng to students and the 

work itself), and dissatisfaction is related to extrinsic factors, and ari ses from factors 

external to the job. (p. 36) 

More recently, wh ile some researchers continuc to examine, test and advance models of 

job satisfaction, other stud ies havc used variants of Herzberg's approach to explore and 

describe patterns of job sat isfact ion , and moti vators [or stayi ng or leaving employment in 

various academ ic settings. For instance, Flowers and Hughes (1973) developed the notion 

of the relationship between job sati sfaction and environmental factors, patticularly in 

accounting for reasons that employees stay in their jobs. (pp. 49-60). Further, Matier 

( 1990) examined the influence of three types of 'environmental' factors on decisions to 

leave the job; these were identifi ed as the intangible, the tangible , and the non work­

related aspects of the job. Such research advances the field of study by providing 

interesting insights into the various aspects of higher education employment, their impact 

on job satisfacti on, and the fl ow-on effect in terms of deci sion making about future 

di rections in employment. (pp. 39-60) 
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A study of uni ve rs ity academic staff by Pea rson a nd Seiler (1983) focused on Herzberg's 

notion of extrinsic elements o f the job. investi gati ng academics' levels of sati sfaction with 

the env iro nment in which they work. They found that academics levels of satisfaction 

with the environment in whi ch they wo rk . They found that acade mics were generall y 

more sati sfi ed than dissati s fi ed with their work environment. but that there were high 

leve ls of dissati sfacti on with compensation-re lated e lements of the job (e .g., fr inge 

benefits, pay, and perfo rmance criteria). Pearson and Se il er commented that higher order 

needs tend to dom inate in a univers ity setting, where academics generall y have a high 

degree o f contro l over intrins ic fac tors, includ ing the process o f teach ing and molding 

minds. By contrast, academics generall y have limited control over extrinsic facto rs, such 

as the uni versity environment in which the teaching and research processes take place. 

Because academics have high degree of contro l over intrinsic elements, perceptions of 

the job are particu larl y dependcnt on the degree o f sati s fact ion with the ex tri nsic factors. 

(pp. 35-47) 

A study by Moses (1986) tended to support the view that levels of di ssati sfaction relate to 

extrinsic factors . She found , fo r example, that facu lty was di ssati sfied with the 

underval uing of teaching excellence in promotion dec isions. She concluded that tenured 

and well -paid empl oyment provides satisfacti on of the lower-o rder needs, whereas 

presti gious and autonomous wo rk enables academic staff to sati sfy to a greater degree 

higher-order needs than is poss ible for the genera l population (e.g .. esteem need the need 

for self actuali zation ). Moses comments , howeve r, that closure o f acade mic departments 

and institutions. what are characteri zed as 'a ttac ks' on ten ure, and the insti tution of longer 
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probation periods, have resulted in a !Car of job loss for untenured academics and sense 

that their lower order needs for security are threatened. (pp.33-37) 

2.5 Equity Theory 

Robins and Coulter (2006), elaborated that employees perceive what they get from a job 

situation(outcome) in relation to what they put into it (inputs) and then compare their 

inputs - outcomes ratios with inputs - outcome of relevant others. I f an employee 

perceives his/her rati o to be eq ual to those of relevant others, a state of equity exists. [n 

other words, he/she perceives that his/her situation is fair - that justice prevails. However, 

if the ratio is unequal , in equity exists and he/she views hi s/herself as under rewarded or 

over rewarded. When ever employees pe rcei ve inequity, they wi ll act to correct the 

situation . The resu lt might be higher or lower producti vity , improved or reduced quality 

of out put, increased absenteeism, or vo luntary resignation. (p.404) Moreover, PlunKett 

and Attner (1986), asserts that people are innuenced in their behav ior cho ices by the 

relati ve rewards they rece ive or are going to rece ive. Thi s theory is based on the 

assumption that people are moti vated by a desire to be equ itabl y treated at work. (p.324) 

According to Ukaegbu (2000), inequity has both structural and specific components. 

Structural inequity refers to a beli ef by workers that a general di screpancy exi sts between 

the amount of effort they commit to their work and the rewards offered by the 

organization. By contrast, specific inequity refers to situations where employers reward 

specific workers on the basis of criteria unrelated to emplo yers reward specific workers 

on the basis of criteria unrelated to employee performance and producti vity. Some of the 

particularistic criteria inc lude blood relationship. friendship or gossip. 
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2.6 Organizational COlllmitmcnt 

Employee commi tment is based on an affecti ve attachment to the wo rk organi zat ion. 

Employee commitment can become a vehicle by wh ich indi viduals man ifest loyalty to 

and identificat ion with the organi zation. Committed employees identify with and feel 

loya l toward the organi zation; they share the va lues of the organi zation and have a 

personal sense of importance abou t the agency's mission. 

Organizational commi tment as defi ned by Porter et al. (1982) has three major 

components: 

I. A strong be li ef in and acceptance of the organi zation's goa ls, 

2. A wi llingness to exert cons iderable effort on behalf of the organ ization , and 

3. A definite desire to maintain orga ni zationa l membershi p. 

Committed employees have a stronger sense of belonging to the organization and a 

greater des ire to remain organizati onal members; they are wi ll ing to make extra effort s 

for the organization ; and, in most work sit uations, they put the organi zation's interests 

be fore their personal concerns. There has been. of course. an ex tensive stream of 

academic research providing evidence that committed employees are less like ly to leave 

the organi zation and more likely to make extra e ffo rts on its behalf than other. less 

committed employees (O'Reilly & Chatman, 1986, pp. 492-499). 

2.6. 1 Types of Commitmcnt 

According to Meyer and All en's ( 199 1) there are three "mind sets" th is can characterize 

an employee ' s commitment to the organi zati on. 

o Affective COllll11itl11ent: is defined as the employee's emotiona l attach ment to the 

organ ization. As a result. hc or she strongly identifies with the goa ls of the 
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organi zation and desires to remain a part o r the organi zati on. Thi s employee commits 

to the o rga ni zation because he/she "wants to". 

o Continll(IIICe Commitment: The ind ividual comm its to the organi zation because 

he/she perceives hi gh costs o f losing organi za ti ona l membership, including economic 

losses (such as pension accruals) and social costs (fri endship ties with co-workers) 

that wo uld have to be given up. The employee rcma ins a member of the organization 

because he/she "has to". 

o Normative CO/1/mitment: The indiv idua l commits to and remal11s with an 

organi zati on because or feelings of obl igat ion. Fo r instance, the orga ni zation may 

have in vested resources in training an employee who then feel s an ob ligation to put 

forth effort on the job and stay with the organ izati on to 'repay the debt .' It may al so 

refl ect an internali zed norm, developed berore the person j o ins the organization 

through fa mil y or other soc ial ization processes, that one should be loyal to one's 

organi zation. The employee sta ys with thc organization because he/she "ought to" . 

Meyer and All en, ( 1991) assert that these components of commitment are not mutuall y 

exclusive: an employee can simultaneously be committed to the o rgani zation 111 an 

affective, normati ve, and con tinuance sense, at varying levels of intensity. 

2.6.2 Impact of Organizational Co mmitm ent on Turnover a nd Performance 

Meyer et al ( 1989) ex pla in that organ izational commi tment has been stimulated large ly 

by its demonstrated negati ve re lation to turnover: Committed employees have been fO lind 

to be less li kel y to leave an organization than those who are uncommitted. Because 
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turnover can be costly to organizations, commitment IS generall y assumed to be a 

desi rable qual ity that should be fostered in employees.(pp.152-1 56) 

Moreover. according to ~ eyer et al ( 1989) organi zat ional commitment correlates 

positi ve ly with individual and gro up leve l of performance and they concluded that, 

employees who are commilled to the organi zati on tend to perform at a higher level than 

those who are not. (p.152). Balfour and Wechs ler ( 1991) claim that higher levels of 

performance and producti vi ty result when employees arc comm itted to the organi zation, 

take pride in organ izational membership, and beli eve in its goals and val ues. (pp. 355-

167) 

2.6.3 Different Levels of Employee Commitment 

The results of thi s dynamic process surrounding employee commi tment are not uniform 

within anyone organizat ion or among organi zat ions. Employers differ in the leve ls of 

commitment that they are able to elicit among their employees. Most organizations find 

themselves with a wide range o f levels of employee commi tment. In fact , most managers 

find individuals with diffe ring levels of commitment within their own small groups of 

subord inates. Emplo yee commitmelll can range from extremely high to ex tremel y low. 

The differences are reflected on the varying degree to which individuals share an 

organization's va lues. People who are at the extre mes of the commitment continuum can 

experience some negative effects themselves and can bring some negat ive effects to their 

workplaces. 
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Romzek , (1990) has descri bed different level of employees ' commitment to their 

organi zation. The brief discussion that follow present the differences among the levels of 

commitment and some behaviors associated with each as explained by her.(pp.35S-367) 

Zealots 

Zealots are those individuals who have the hi ghest poss ible leve l of employee 

commi tment. Zealots share all of the pivotal values of the agency and are wi lling to go 

beyo nd the ca ll of duty for the good of the organization. They feel a strong sense of 

loyalty to the agency and ha ve strong beliefs in the worth or importance of the work their 

organization is doing. However, zea lot's loyalty and beli efs are ex treme, out of 

proportion . Zealots are so strongly committed to the organi zation that they are often blind 

to shortcomings in the organization and are often unwill ing to entertain even constructive 

critic ism of the agency. Zealots do not have a sense of balance in their commitments; 

they may be excess ive ly absorbed in their work. In turn , this can lead to negati ve 

consequences for their personal li ves . Negati ve organizational consequences can arise 

because zealots have the potential to overstep the bounds of acceptable behavior 

(sometimes even legal bounds) in their pursuit of agency interests. 

Highly Committed 

Highly committed employees share the pivota l va lues of the organization but retain their 

sense of balance and proportion about them. Like zealots, these individuals are anxious to 

engage in facilitative behaviors at work ; they are willing to vo lunteer for assignments that 

are beyond the calls of duty when needed. Unl ike zealo ts, highl y committed employees' 

organ izational commitment can be balanced with other, equally important, non work 

commitments. High commitment types will express their support for the agency, but they 
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are also will ing to question organi zational pol icies. They trust the organi zation and are 

wi lling to support it, but not bli ndl y. 

Moderately Committed 

Moderatel y comillitted employees share some of thc important organizational va lues, but 

not all. In other words, they have partial value congruence and Illay experi ence parti al 

inclusion in the organi zation. While there is some ove rl ap between organizational values 

and their personal val ues. the ovcrlap may not be on values pivotal to the organization. 

Moderately committed employees will engage in fac ilitative behaviors, but they need to 

be asked to do so, unli ke hi ghl y committed peoplc. For the moderately committed, their 

life outside the organization may be o f more importance than work. 

Marginally Committed 

Marginally committed employees fee l no particular sense of attachment to the 

organization. either positive or negati ve. They are essent iall y indifferent tu the 

organization. Such employees find their personal values irrelevant to their agency roles 

and the organi zation'S va lues. Si milar ly, agency va lues are irrelevant to their personal 

ro les and values. "Indifferent employees are not likely to engage in fac ilitati ve behaviors. 

In fact, they are likely to resist effo rts and requests for them to go beyond the call of duty. 

The Aliellated 

Alienated employees encounter situat ions where their personal va lues connict with those 

of the work organization. Consequentl y. they feel hostile to organizational imperati ves 

and are likely to distrust organizational re presentatives and to avoid responsibilities. As a 

result , ali enated employees have a di flicult ti mc generating a sense of personal mean ing 

from their work. Alienated emp loyees arc likely to push agency po lices about personal 
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leave polices, absenteeism, and tardiness to the li mit. Al ienated employees face high 

persona l costs because of their negative attitudes toward their wo rkp lace, 

Romzek, (1990) concluded that managers face d ifferent superviso ry challenges when 

they have empl oyees with different levels of comm itment. Superviso rs must begin to sort 

out the differences in the commitment leve ls among their subordinates, And managers 

who have a diverse wo rkfo rce face the challenge of treating thei r employees equi tabl y 

while recognizing the need fo r treating their individual employees according to their 

particular needs and attitudes. 

2,7 Impact of Motivational Facto/'s on Organizational Com mitment 

Figure 2.2 is a theoretica l framework which was deve loped to show the impact of 

motivators such as the intrinsic factors, ext rinsic factors and percepti on of equity on 

organ izat ional commitment. Acco rding to the resea rches revised ea rlier organizational 

commitment intern has an im pact on turn over and productivity. 

The strongest motivator, according to Maslow. is se lf-actua li zation , that is, the desire to 

maximize one 's potenti al, fu lfill oneselfand usc one's abili ties to the full est. Maslow was 

quick to suggest, however, that unl ess lower leve l needs such as the physiological , 

security and esteem needs are satis fi ed, self-actua li zation wi ll not occupy a prominent 

place in a person's li st of needs. Herzberg likewise found that when people are satisfied 

with their jobs, they are concerned about the enviro nment in wh ich they wo rk, namely 

organizational po li cies and admin istration, supervis ion, working conditions, interpersonal 

relations, wages, status and job security. Upon sati sfaction o f these hygiene or 

maintenance fac tors, Herzbeg contends. that wo rkers can then be motivated by the 

content of work, such as opportu ni ties for achievcment. challengi ng work, increased 
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responsibi li ty , growth and deve lopment. and recognition of' accom pli shments. Put 

somewhat di ffe rently. if hyg iene facto rs and lower order needs are not fairly satis fi ed , 

people will tend not to be interested in the chall enges of a more responsible job. (G uest, 

1977). Moreover, the relationshi p of sati sfaction with pay to o rgani zati onal commitment 

is quite straightforward . To the ex tent the job a llows fo r adequate fin ancial compensation, 

a linear and posi ti ve relationship between sa ti s filction with pay and organizational 

commitment wou ld be observed. (Ops hal and Dunnette, 1966, p. 18) 
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F ig u re2.3 Theoret ical framework 
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CHAPTER THREE 

Intrinsic, Extrinsic Factors, and O.'ganizational Commitment in Royal and 
Infonct Collegcs 

The data collected from the employees of both Royal and lnfonet Colleges using 

questionnai res are presented and anal yzed in this chap ter. The data are presented by using 

tables fo llowed by its anal ys is. Moreover, the resul ts of the interv iew with the managers 

were used to support and elaborate the facts. 

3,1 Intrinsic Factor of Work 

3.1.1 Achievement 

Most of the employees were satisfi ed with opportunity for achievement. About 48% of 

the respondents agreed , whil e 36% of the respondents even strongly agreed that their job 

provides them with opportunity for achievement. Where as 14% of the employees were 

indifferent with only 2% of the respo ndents disagreed on thi s aspect. Moreover, the mean 

of the di stri bution of responses was found to be 4.2 , wh ieh was close to 'Agree', 

indicating that frequency of responses concentrated aro und agreement on satisfaction 

with opportunity for ac hievemen t. Therefore, it can be concluded that employees are 

sati sfied with opportunity for achievement that their job provides. (Table 3. 1) 

Table 3. I Responses regarding opportunity for ach ievement 

Scale FregUenc~~rcent Mean Scale 

1 Strongly Disagree 

2 Disagree 1 2.0 
3 Indifferent 7 14.0 4 .2 

4 Agree 24 48.0 
5 Strongly Agree 18 36.0 

Total 50 100.0 

Note: The mean scale was calcu lated b) dividillg. the sum of the products of each scale with the relative frequency. 

to th e total number of rcspolldclllS. The mean scale has a mini mum value of I and a maximuill va lue of 5. 
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3.1.2 Challenging Work 

A high proportion of the employees expressed their sati sfaction with the amount of 

challenge which they experi enced from their jobs. About 54% of the employees showed 

their agreement on their engagement in perfo rm ing a chall enging work. Further, abo ut 

28% even strongly agreed on their work being chall enging. The rest of the employees 

which constitute 18% of the respondents were indifferent on this matter. Moreover, the 

mean of the distribution of respo nses was about 4. 1 which were nearest to the value of 

' Agree" . Therefore, the employees showed their satisfaction on performing a chall enging 

job. (See Table 3.2) 

Table 3.2 Responses regarding challenging work 

Scale I ~ Frequency I Percent Mean scale 

1 Strongly Disagree - -
2 Disagree - -
3 Indifferent 9 18.0 4.1 

4 Ag ree 27 54.0 
5 Strongly Agree 14 28.0 

Total 
50 100.0 

3.1.3 Responsibility 

Almost all of the respondents expressed sati sfaction with the strong sense of 

responsibility that their job provides. 98% of the employees were satisfied with the leve l 

of responsibility they got by being engaged in the type of job they perform . Particularly 

48% agreed and 50% stron gly agreed on this aspect, whil e only 2% were indi ffe rent with 

no disagreement. Furthermore, the mean of' the dist ri but ion was found to be 4.5 wh ich 

were in the middle of 'Agree ' and 'Strongly Agree' . Therefo re, it is clear that employees 
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of the colleges were satisfi ed with the sense of responsibility they get hom their job. 

(Refer Table 3.3) 

Table 3.3 Responses rega rding responsibi lity 

Scale I I Frequency II Percent Mean scale 

1 Strongly Disagree - -

2 Disagree - -
3 Indifferent 1 2.0 4.5 

4 Agree 24 48.0 

5 Strongly Agree 25 50.0 

Total 
50 100.0 

3.1.4 Growth and Development 

It was fo und out that the highes t proportions of the respondents were satisfied with the 

opportunity that their job provides them with personal growth and development. About 

58% of the respondents agreed and 28% strongly agreed on the satisfaction with growth 

and development they go t from their job. This constitutes 86% of the respondents were 

satisfied with this aspect. On the other hand. 10% of the respondents were indifferent, 

whi le 4% disagreed on satisfaction with growth and development. In addition, the mean 

of the distribution was found to be 4. 1. which was almost equal to the value of ' Agree'. 

I-ienee, it can be concluded that employees of the colleges were satisfied with the 

opportunity to increase knowledge and develop th rough job experience. (See Table 3.4) 
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Table 3.4 Responses regarding opport unity for growth and deve lopment 

Scale Frequencx Percent Mean scale 

1 Strongly Disagree - -
2 Disagree 2 4.0 
3 Indifferen t 5 10.0 4.1 

4 Agree 29 58.0 
5 Strongly Agree 14 28.0 

Total 
50 100.0 

According to Herzberg, the variables for intrinsic fac tors are the primary causes of 

sati sfaction , they are intrinsic to the job because they relate directl y to the real nature of 

the work people perfo rm . Regarding those fac tors employees o f the co ll eges were 

satisfied. As an instructor, they beli eved that, their job provided them with opportunity 

for acco mpli shment and contributing something of value presented with a challenge. Thi s 

high feeling of chall enge is because. they put in long hours of effort on preparing 

themselves for the class lecture; handling outstanding, average and poor students 

properly; giv ing long hours of lecture; and updati ng themse lves with new deve lopments. 

They work on wee kends and even prepare makeup classes on public holidays. Employees 

were al so sati sfi ed with a fee ling of respons ibility, thi s is because the respondents 

beli eved that they are positively influencing the li fe of others (students) through their 

work, they are contributing to the soc iety , and they are molding and shaping students 

minds. Moreover, their job include reading of book. browsing internet looking for new 

deve lopments , preparing hand outs and other aspects which contri buted for their 

sati sfact ion with opportunity fo r personal growth and development. 

37 



3.2 Extrinsic Factors of work 

3.2.1 Salary 

The highest proportions of the responden ts were di ssati sfied with their sa lary they earn 

from the co ll eges. Abo ut 84% of the employees expressed their dissati sfaction with the 

amount of sa lary they get paid. Parti cul ar ly, 56% of the respondents di sagreed and 28% 

even strongly di sagreed . Where as, 12% of the respondents were indifferent with only 4% 

agreed on sati sfaction with their sal ary. Furthermore, the mean of the di stribution of 

responses was found to be 2, which was the same as the value of 'Disagree'. 

Accordingl y, it can be concluded that the employees of the co ll eges were di ssatisfied 

with the amount of sa lary they are getting paid . (See Tabl e 3.5) 

Table 3.5 Responses regarding salary 

Scale ! I Frequencv II Percent Mean scale 

1 Strong ly Disagree 14 28.0 
2 Disagree 28 56.0 
3 Indifferent 2 4 .0 2 

4 Agree 6 12.0 
5 Strongly Ag ree -

Total 
50 100.0 

3.2.2 Fringe Benefits 

Most of the employees of the colleges we re di ssati s fi ed wi th the leve l of fringe benefits 

they got. About 36% of the respondents di sagreed with the frin ge benefi ts avai lable in 

their workplace and 46% even strongly di sagreed on the ava il ability of satisfactory 

benefits in the co lleges. T hi s constitutes 82% were di ssati sfi ed with thi s aspect. While 

6% of the respondents were indifferent with only 12% agreed with the benefi ts being 
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sati sfactory. Moreover, the mean of the distrib ution of responses was fo und to be 1.8, 

which was closer to the va lue of ' Disagree ' . In this regard, it is clear that the employees 

of the co ll eges we re dissati sfied with the fri nge benefits ava il abl e in the co ll eges. (Table 

3.6) 

Table 3.6 Responses regardi ng fri nge benefits 

Scale ~ II F reguenc~ I Percent Mean scale 

1 Strongly Disagree 23 46.0 
2 Disagree 18 36.0 
3 Indifferent 3 6.0 1.8 

4 Ag ree 6 12.0 
5 Strongly Agree . . 

Total 50 100.0 

3.2.3 Promotion and Salary Increment 

Majority of the employees of the co lleges were dissatisfied with the promotion and salary 

increment. About 70% of the responde nts expressed the ir dissati sfact ion with the 

coll eges ' system regardi ng salary incre ment and promotion. Specifica ll y, 44% of the 

employees di sagreed and 26'\10 even strongly di sagreed on thi s matter. On the other hand, 

24% of the respondents were indifferent and on ly 6% agreed on the system in which 

employees got promoted and salary increment was made. Further, the mean of the 

di stri buti on of responses was 2 .1 . whic h was c lose to the va lue of ' Disagree'. 

According ly, it can be concl uded that employees were d issati sfied with promot ion and 

sa lary increment. (See Tab le 3.7) 
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Table 3.7 Responses regarding promotion & sa lary increment 

Sca le Frequency Percent Mean scale 

1 Strong ly Disagree 13 26.0 
2 Disagree 22 44.0 
3 Indifferent 12 24.0 2.1 

4 Agree 3 6 
5 Strongly Ag ree - -

Total 
50 100.0 

3.2.4 Job Security 

The highest proportion of the respondents exp ressed thei r di ssatisfaction with job 

security. 52% of the employees di sagreed wi th their job being secured and 26% even 

strongly disagreed. This constitute 78% were di ssatis fied with job security. Whi le, 10% 

were indifferent with on ly 12% agreed on th is aspect. [n add ition the mean of the 

distribut ion of responses was found to be 2.1 , which was close to the value of ' Disagree'. 

[n th is case it is clear that the employees of the colleges ' were dissati s fied with job 

security. (See Table 3.8) 

Tab le 3.8 Respo nses regarding job security 

.-

sca le l Frequency .Percent Mean scale 

1 Strongly Disagree 13 26.0 
2 Disag ree 26 52.0 
3 Indifferent 5 10.0 2.1 

4 Agree 6 12.0 
5 Strongly Agree - -

Total 
50 100.0 
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3.2.5 The Incentive Systcm 

Most of the empl oyees of the co ll eges' we re dissat isfied with the incen ti ves . About 20% 

of the employees di sagreed and 54% even strongly disagreed with the availability of 

incenti ve that satis fi es the respondents. This shows that 74% of the respondents were 

di ssati sfied with the incenti ves. Where as , 18% of the respondents were indifferent with 

onl y 8% agreed with avai lab ility o f' sati sfactory incentives. Moreo ver, the mcan of the 

distrib ution of the res ponses was 1.8. which was close to th e value of ' Di sagree ' . 

Acco rdingly. it can be concluded that employccs of thc co ll eges' were di ssati s fied with 

the incenti ves. Crable 3.9) 

~., 
,~ 

Table 3.9 Responses rega rding incentives ~ '\ . . ~ 

~reguency I ~ 
Scale Percent Mean scale 

1 Strongly Disagree 27 54.0 
2 Disagree 10 20 .0 
3 Indifferent 9 18.0 1.8 

4 Agree 4 8.0 
5 Strongly Agree -

Total 
50 100.0 

--

3.2.6 0ppol·tunity for Outsidc Training 

The hi ghest proporti ons of the empl oyees we re dissati sfi ed with the opportunity for 

outside training they got. About 84% of th e respondents di sagreed with opportunity for 

outside training. Particularl y, 48% of the employees disagreed and 36% even strongly 

disagreed. Whil e, 10% of the res pondents we re indi ffe rent with onl y 6% agreed on thi s 

matter. The mean o f' the d istributi on of responses was also fo und to be 1.9. whi ch was 

close to the value of . Di sagree ' . The rc lore, thi s shows that employees of the col leges 

were di ssatis fi ed with the opportunity fo r outside training. (Table 3. 10) 
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Table 3. 10 Responses regarding opportunity lor outside training 

Scale Frequency Percent Mean scale 

1 Strongly Disagree 18 36.0 
2 Disagree 24 48.0 
3 Indifferent 5 10.0 1.9 

4 Agree 3 6.0 
5 Strongly Agree - -

Tolal 50 100.0 

3.2.7 Opportunity for In-House Training 

Majority of the responden ts expressed their dissatisfaction with in house training. About 

48% of the respondents di sagreed with opportunity for ins ide train ing and 30% even 

strongly disagreed. Th is constitute 78% of the responde nts were dissatisfied with 

opportunity for in -house tra ining. Where as , 14% orthe respondents were indifferent with 

onl y 6% agreed and 2% strongly agreed. The mean of the distribution was also fo und to 

be 2, wh ich was the same wi th the va lue of -Disagree ' . From th is it is clear that the 

respondents were dissatisfied with the opportunity for in-house training. (See Table 3.11) 

Table 3.11 Responses rega rding opportunity for in-house training 

Scale I I Frequency I Percent Mean scale 

1 Strongly Disagree 15 30.0 
2 Disagree 24 48.0 
3 Indifferent 7 14.0 2 

4 Agree 3 6.0 
5 Strongly Agree 1 2 .0 

Total 
50 100.0 

3.2.8 Post EIIII)loYlllcnt Security 

Majority of the responde nts were di ssati sfied with the post employment security of the 

co ll eges. Abo ut 70% of the respondents expressed their dissatisfaction with post 

42 



employment security. Specifi call y, 34% or the respondents di sagreed and 36% even 

strongly disagreed. On the other hand. 20% were indi fferent with only 10% agreed with 

the post employment security. Moreover, the mcan of the di stributio n of responses was 

found to be 2, which was equal to the va lue o r ·Di sagree ' . Therefore , it is clear that 

majority of the respondents were di ssati sfied with the post employment security. (Table 

3.12) 

Table 3. I 2 Responses regarding post employment security 

Sca le I I Frequency I Percent Mean scale 

1 Strongly Disagree 18 36.0 
2 Disagree 17 34. 0 
3 Indifferent 10 20.0 2 

4 Ag ree 5 10.0 
5 Strongly Agree - -

Total 50 100.0 

3.2.9 Relationship with Co-workers 

The highest proportion of the respondents expressed that there were no di ssati sfaction 

with the relationship with co-workers. About 94% of the respondents were not 

dissatisfi ed with this aspect. More spec ificall y, 40%, o f the respondents agreed and 54% 

even strongl y agreed. Where as. 4% o r the respondents were indifferent and only 2% 

strongly disagreed with the availabl y of attrac ti ve co-worker relationship. The mean of 

the di stribution of responses was found to be 4.4 , which was between the values of 

' Agree ' and ' Strongly Agree '. This shows that majority of the respondents were not 

di ssatisfi ed with the co-worker relationships in the co ll eges . Crable 3.13) 
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Table 3. 13 Responses regarding relationship with co-workers 

Scale 1 T Freauency I Percent Mean scale 

1 Strongly Disagree 1 2.0 
2 Disagree -
3 indifferent 2 4.0 4.4 

4 Agree 20 40 .0 
5 Strongly Agree 27 54 .0 

Total 
50 100.0 

3.2.10 The Colleges' Management Welfare Consideration 

Majority of the respondents fe lt that managements of the colleges did not care for their 

welfare. About 72% of the respondents considered that the managements do not care fo r 

employee ' s wei fare. Particularly 52% disagreed and 20% even strongly disagreed on this 

aspect. While. 22% of the responde nts were indifferent w ith 4% agreed and 2% strongly 

agreed on whether management cares for their we lfare. Moreover, the mean of the 

distribution of responses was found to be 2.2. which was close to the value of ' Disagree '. 

This shows that employees felt that managements of the co lleges did not care for their 

welfare. (See Table 3. 14) 

Table 3. 14 Concerning the colleges' management we lfare consideration for 
employees 

Scale ~ Frequency Percent Mean scale 

1 Strongly Disagree 10 20 .0 
2 Disagree 26 52.0 
3 Indifferent 11 22.0 2.2 

4 Agree 2 4.0 
5 Strongly Agree 1 2.0 

Total 
50 100.0 
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A higher proportion of the respondents expressed thei r di ssati sfaction with most of the 

extrinsic factors of work. To put somewhat di fferentl y, nearl y all of the workers were 

dissatisfied with job rewards such as salary, promotion, job security, fringe benefits and 

opportunity for getting training outs ide the co ll cges. The open ended ques tions revealed 

that none of the co ll eges had a fo rmal plan for in -house or out-s ide train ing of employees. 

Consequently, human resource deve lopment whi ch is expected to improve the skill s of 

the instructors was lacki ng. 

A considerable proportion of employees expressed disli ke for the incenti ve systems of 

their co ll eges, wh ich they regarded as poo r. Many respondents mentioned lack of 

promotion, lack of job security, poor sa laries and poor fri nge benefits as aspects of their 

companies' po licies and practices wh ich they most dis liked. The co lleges do not have 

medica l expense converge. no medica l insurance, no coverage for educational fees, no 

short or long term loan se rvices and there arc no other bene fit s. However. Roya l College 

provides transportation a llowance for instructors and for de partment heads. Further the 

results from the open ended question showed that the colleges do not have definite lines 

of mobility on which employees could be promoted. Instead , only irregular and 

subj ective (based on personal opinion of the managers) increases were awarded. There 

was also a lack of post-employment security due to the absence of provident fund 

contribution and pension schemes. Howevcr. there is a small aillount of prov ident fund 

available in Royal College (6 % from the co ll ege and 5% frolll cmployees). Employees 

cou ld comm it man y years of service to the co ll eges and leave with nothing or with a very 

small amount of money. Moreover, employees fee ling of job insecuri ty arise since they 

have a high degree of concern abo ut thc fi'cquency and arbitra riness with which 
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employees were fired. For the open ended questions most of the res pondents express that 

managers lack managerial training especial ly on human resource management. 

Regarding whether employees ri ghts which are stipulated on the labor law being 

respected, the respondents expressed their di ssati sfaction on such item as, dismissal 

without not ice, absence of annua l leave. lack of spcc ial incenti ves for wo rk done after the 

regul ar wo rkin g time, intimidation. lack of respect for human ri gh ts, etc . Ukaegbu (2000) 

suggested that enterpri ses which want to attract and retain the best and brightest workers 

must develop personne l pol icies that respect indi vidual ri ghts. 

3.3 Perception of Equity 

Inequity has both struct ural and specific components. St ructura l inequity refers to a be lief 

by workers that a general discrepancy exists between the amount of effort they commit to 

their work and the rewards offered by the organization. On the other hand, specifi c 

inequity refers to situations where employe rs reward to specific workers on the basis of 

criteria unrelated to the work. And al so the specific wo rk crs on the basis of criteri a 

unrelated to employee performance and productivity. Some of the particularistic criteria 

include blood relationship, friends hip or goss ip (Tansik et al.. 1980) . 

3.3.1 Regarding the Managements' Equal Treatments of All Employees - In 
Handling G.·ievances and Conflicts 

Majority of the respondents were indifferent on whether managements of the colleges 

treat all the em ployees equall y. About 30% were indifferen t where as, 26% of the 

respondents agreed and 14% strongly agreed . On the other hand. 16% of the respondents 

di sagreed and 14% even strongly di sagreed on whether the management treats all 

employees equall y in handling gri evanccs and confl icts . Furthermorc. the mean of the 
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distribution was fo und to be 3.1 , which was closer to the va lue of ' Indi fferent' . Therefo re, 

it can be concluded that employees of the co ll ege are indifferent on whether the 

management treat all the empl oyees equa ll y in handl ing the grievances and conflicts. 

(See Table 3 .1 5) 

Table 3 .1 5 Perception of employees regard ing management of the College treats a ll 
employees equall y 

Scale Frequency Percent Mean scale 

1 Strongly Disagree 7 14.0 
2 Disagree 8 16.0 
3 Indifferent 15 30.0 3.1 

4 Agree 13 26.0 

~ 5 Strongly Ag ree 7 14.0 

50 100.0 ~ 
Total 

3.3.2 Regarding Too Milch Work for Small Pay Perception of Employees ~ 

~ 
Ail') 

~""f ~j 
~ .c.~ 

Most of the respondents perceIved that they were required to do too much work for small t:f:;J ;..1' 

I 
,., .. " pay. About 80% of the respondents consldeledthat the management lequired them to do ~ ~ 

too muc h work [or the small payment they go t in return. Specifically , 34% of the 

respondents agreed and 46% even strongly agreed on thi s aspect. While, 6% were 

indifferent with 14% di sagreed on whether they were required to do too much work fo r 

small pay. Moreover the mean of the d istribution of responses was fo und to be 4.1 , which 

was closer to the va lue of 'Agree" . Accordi ngly, it can be concluded that employees 

perceived that they are req uired to do too much work for small payment the got in return . 

(Table 3. 16) 
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Table 3. 16 Regarding too much wo rk for small pay perception of employees 

Scale I II Frequency I Percent Mean scale 

1 Strongly Disagree - -
2 Disagree 7 14.0 
3 Indifferent 3 6.0 4 .1 

4 Agree 17 34.0 
5 Strongly Agree 23 46.0 

Total 
50 100.0 

3.3.3 Concerning Better Salary and Faster Promotion for Relatives of Owners 
and Managers 

Majority of the respondent we re inditkrent on whether relat ives of owners and manager 

received better salary and faste r promotion. About 48% of the respondents were 

indifferent whi le 28% agreed on the relati ves got better salary and faster promotions. On 

the other hand 20% of the respondents disagreed and 4% even strongly di sagreed on thi s 

matter. Further, the mea n of the distribution was found to have a value of 3, which was 

equal to the value of ' Indifferent'. [n this regard it can be sa id that employees were 

indifferent on whether the relatives of owner and manager got better salary and faster 

promotion. (Table 3. 17) 

Table 3 17 Concerning be tter salary and faster promotion fo r re lati ves or owners 
and managers 

Scale Freauen Percent Mean scale 

1 Strongly Disagree 2 4.0 
2 Disagree 10 20.0 3.0 

3 Indifferent 24 48.0 
4 Agree 14 28.0 
5 Strongly Agree - -

Total 
50 100.0 
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3.3.4 Concerning Gossipers Get Favors from Managers and Owners 

The hi ghest proportions of the respondents were indifferent on whether goss ipers got 

favors from managers and owners. Abo ut 64% were indifferent whi le, 12% of the 

respondents agreed on the management and owners of the co ll eges favor those employees 

who gossip to them. On the other hand, 16% disagreed and only 2% strongly disagreed 

on gossipers get favo rs. The mean of di stribution of responses was also fo und to be 3, 

which was the same as the value of ' Indifferent". Therefore, it can be concluded that 

employees were indifferent on whether goss ipers get favors fro m managers and owners. 

(See Table 3.18) 

Table 3. 18 Regarding gossipers get favors from managers and owners perception of 
employees 

Scale i I FreQUf~nr.~ I Percent Mean scale 

1 Strongly Disagree 1 2.0 
2 Disagree 8 16.0 
3 Indifferent 32 64.0 3.0 

4 Agree 6 12.0 
5 Strongly Agree 3 6.0 

Total 
50 100.0 

3.3.5 Concerning Other Orga nizations Pay More for the Same Type of Job 
and Qualification 

Majority of the respondents perceived that other organizations pay better for the same 

type of j ob they are performi ng in the coll eges and other jobs which require the same 

qualification with employees' posses. About 96% of the responden ts perceived that they 

are getting lesser than they would gct if they have been employed in other organizations. 

Specifica ll y 30% of the respondents agreed and 66% even strongly agreed that other 
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organizations pay better than they earn for the same type of job they are performing. 

Where as, onl y 2% of the respondents were indi ffe rent and onl y 2% disagreed. The mean 

of the di stribution of responses was 4.6, which was between the va lue of 'Agree ' and 

' Strongly Agree' . Accord ingly , it can be conc luded that employees of the co lleges 

perceived that o ther organizations pay better than they earn (o r the same type of job or 

other types of jobs which requires the same educat ional back gro und and experience that 

the employees have (See Table 19) 

Table 3. 19 Regarding other organizations pay more lor the same type of job and 
qual ifi cation perception of empl oyees 

Scale Frequency Percent Mean sc 

1 Strongly Disagree -

2 Disagree 1 2.0 
3 Indifferent 1 2.0 4.6 

4 Agree 15 30.0 
5 Strongly Agree 33 66.0 

Total 
50 100.0 

Employee perception of structural inequ ity was high. Employees fe lt that they did too 

much work in ret urn for sma ll pay. A majority of the workers thus experienced an 

imbalance between the contributions they made to the ir co ll eges and the inducements 

they receive in return. Moreover, the ex terna l inequity was also hi gh; they felt that other 

organizati on pay more than they earn fo r the same type of job or jobs wh ich requires the 

same skill that employees possessed. In other words. they perceive that they would get 

better if they get a job in other organi zations. On the other hand , for the specific inequity, 

employees were ind ifferent. A signi ficant proportion of the workers, were indifferent on 
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whether the fir ms over-reward pa rticularistic criteri a such as blood relationshi p and 

goss ipers. 

According to Tsu i et al. ( 1997) , an employer under-invests in the employee if the latter is 

expected to undertake broad and open-ended obligations whi le the former reciprocates 

with short-term investment with no commitmen t to the employee's training and career. 

Under-in vestment in emp loyees instill s a fee ling of inequ ity in them and makes them fee l 

that they receive much less than they give to the firm. Fee lings of inequity could also 

arise from managerial partiality, whe re management rewards some workers not because 

of higher performance and producti vity but because o f no n-work-related criteria . On the 

other hand , the employer ove r-in vests in the employee if the former offers open-ended 

rewards, including training and comm itment to the career growth of the employee, intern 

for only a specified set of tasks or focu sed acti vities. Tsui and her team found that 

employees performed better and we re more commilled to the organi zation if an employer 

ove r-invested than if he/she under-invested in them. Consequent ly . over-i nvestment in 

employees usuall y pays off. 

Accordingly emp loyees of Royal and Info net Colleges perceive that their employers 

under invest in them which created a fee ling of inequity made tbem feel tbat they receive 

much less than they give to the firm. 

3.4 Commitment 

Organi zat iona l commitment is the degree to wh ich an employee ident ifi es with the goals 

of the organi zat ion, and is will ing to exert effort to he lp it succeed (Kullberg & Berg 
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1987). It refl ects the degree of affecti ve and emot iona l attach ment o f an employee to the 

organi zation (Mueller e t al. 1992). 

3.4.1 Preferencc of Respondents to Work in thc Colleges Rather than in 
Othcl' Organization 

Most of the respondents did not prefer to work in the co ll eges rather than in other 

organi zations they know. Abo ut 64% of the respondents did not prefer work ing in their 

col leges to any other o rgan izations that they know. Particu larl y, 52% of the respondents 

di sagree and 12% even strongl y d isagree . Where as, 28% of the respondents were 

indifferent with onl y 8% agreed that they prefer working in their co ll eges than in any 

other organizations. Further the mean of the di stribution of responses is found to be 2.3 

which is close to di sagree. Accordingly, it can be concluded that majority of the 

respondents did not prefer to work in those co ll eges rather than in other organization. 

(Tab le 3.20) 

Table 3.20 Regarding employees preference to work in the Colleges rather than 

in any other organizat ion 

Scale I ~ Frequency I Percent Mean scale 

1 Strongly Disagree 6 12.0 
2 Disagree 26 52.0 
3 Indifferent 14 28.0 2.3 

4 Agree 4 8. 0 
5 Strongly Agree - -

Total 
50 100.0 



3.4.2 Conceming Employees' Fceling That They Have a Bright Future with 
the Colleges 

Highest proportion of the responde nts expressed thei r d isag reemcnt on whether they have 

a bright future with the colleges and so thcy will rc main. Abo ut 34% of the rcspondents 

di sagree and 28°10 stron gly d isag ree on thi s facto r. Thi s constitutes 62% of the 

respondents did not fee l a ri ght ("uture with the colleges. Where as. 34% of the 

respondcnts were indi ffe rent with only 4% agrced that they fee l a bright fUlure. The 

Mean of the di stri bution of responses was 2. 1, wh ich was close to ' Disagree ' . There fore, 

it can be concluded that majort ty of the cmployees d id not fee l a bri ght future with the 

co lleges . Crable 3.2 1) 

Ta ble 3.2 1 Concern ing employees' fceling that they have a bri ght future with the 
co ll eges 

Mean scale 
~~F-~" 

r
r- s~a le J_~~. - Gre~u!:!!,cY~l percent 

'1 Strongly Disagree 14 28.0 

2 Disagree 17 34.0 

3 Indiffereni 1: 34.0 2 .1 

4 Agree 2 4.0 

5 Strongly Agree 

L Total 
50 100.0 

3.4.3 The Current .Job Is On ly a Tc mpol'a l'y Employment 

Majority of the respondent s thought that their current job in the co lleges is a tcmporary 

employment. 84% of the respondents considercd thei r c urrcnt job as a tem porary one. 

More specif·icall y. 64% of the respondents agreed and 20'Yo even strongly agreed that 

thei r current job is a telllp0rary em pl oyment. O n the othe r hand. 4% of the respondents 

were indifferent with only 12% of them disagreed on thi s aspect. The mean of ihe 
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distribution of responses was 3.9, which was nearest to the value of ' Agree ' . In this 

regard it can be concluded that respondents thought their current job as a temporary 

employment. (Table 3.22) 

Table 3.22 Considering the current job as a tcmporary employment 

Sca le Freauency Percent Mean scale 

1 Strongly Disagree - -
2 Disagree 6 12.0 
3 Indifferent 2 4.0 3.9 

4 Agree 32 64.0 
5 Strongly Agree 10 20.0 

Total 
50 100.0 

3.4.4 Regarding Employees' Intention to Leave the Colleges easily ifthey get 
another Job 

The highest proportion of he respondents wo uld leave the co lleges if they fi nd another 

job in another organization. 94% of the respondents admitted that they would leave the 

colleges if they get another job. Specificall y, 50% of the responde nts agreed and 44% 

even strongly agreed on thi s aspect. Where as 6% of the respondents were indifferent 

with no disagreement at all. The mean of the distribution of responses was al so found to 

be 4.4 , which was almost in betwee n the va lue of ' Agree' and ' Disagree ' . Hence, the 

employees of the co llege wo uld leave their current job if they find another wo rk in other 

organizations. (See Table 3.23) 
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Table 3.23 Regarding Employees ' Intention to Leave the Colleges easily if they get 
another Job 

Scale Frequency Percent Mean scale 

1 Strongly Disagree - -
2 Disagree - -
3 Indifferent 3 6.0 4.4 

4 Ag ree 25 50. 0 
5 Strongly Ag ree 22 44.0 

Total 
50 100.0 

Organizationa l commitment as defined by Porter et al. (1982) is a strong belief in and 

acceptance of the organization's goa ls. a willingness to exert considerable effort on behalf 

of the organization, and a definite desire to mai ntai n organizational membershi p. As it is 

described earlier the employees did not prefer to wo rk for their colleges rather than in 

other organization they know. This shows that. they beli eve the re arc other better 

working places fo r them rather than their current job. Moreover. respondents expressed 

that they did not fee l a bright future wi th the co lleges and they would not remai n in the 

current job. Thi s implies that employee's do not have emotional attachment to the 

organization. As a result, it can be concluded that they did not have a strong desires to 

remain as a part of the col leges. Their stay in the co lleges is until they get a job that fi ts 

their expectations. 

A significan t proport ion does not seem keenly committed to their work organizations. 

Majority of the respondents admitted that the ir stay in their present co lleges was 

temporary. and intended to leave if they found jobs elsewhere. The open ended questions 

revealed that, majo rity of the instructors wo uld even leave their ' teaching' profession and 

joi n other organi zations which pay more and provide better benefi ts. despite the fact that 
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they are satisfied with the in trinsic con tent of' the teach ing job. According to them their 

preferences are NGOs and other international organizations. 

The interview conducted with the managers of the colleges revea led that thei r employees 

do not seem to know the goal and values of the colleges properl y and do not seem to 

commit themselves towards achi ev ing them. Acco rding to the managers majority of the 

employees are not seems to be will ing to exert add itional efforts to perform activities 

which are important for the de velopment of the col leges. Thi s was shown by loss of 

interest and wi ll ingness to be department head in addition to being an instructor. Besides, 

majority of the employees are not willing to organize workshops, seminars and 

conferences which sup plement the teaching-learning process. The interview also revealed 

that employees do not seem to be giving their ti me to consult students properly. They 

leave the campus of the co lleges as soon as they finished thei r lecture class with no 

intention to stay longer in the office. Th is is because the y are also doi ng a part- time job in 

other co lleges to earn additional income. Interview with the managers also revealed that 

worker turnover through resignations was freq uen t. 

Organ izational commitment is an emotional attachment of employees with their 

organi zations, wh ich influences the employee to stay, demands on the emp loyee's against 

worki ng elsewhere. Organizational commitment is an important precondition for the 

evo lution and conso lidation of an experienced and viab le workforce that can contribute to 

the surv ival, expansion and durabi lity of an enterprise. (Hilary C. & D. Weak li en 1989). 

However, the study found out that majority of the employees of the co ll eges was not 

commi tted to their organization since they did not seem to have emot ional attachment 

with their co lleges. In this regard the colleges are losing competent and experi enced wo rk 
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force which in turn have a negati ve impact on their growth and de velopment in addition 

to the cost of turnover the co lleges incur to replace the employees . 

3.5 Comparison of J'csponscs bctwccn Royal and Infonet Co lleges 

Employees of both Roya l and Infonet Co ll eges were sat isfied with intrinsic factors of 

work such as achievement, chall enging wo rk, responsibility, and growth and 

development with small differences between the mean of the distribut ion of their 

responses. (See Table 3.24) 

Table 3 .24 Means sca le of responses fo r intrinsic factor from Roya l and Infonet 
C II I I o eges s lown separately 

Mean Scale 
Va riables Royal Colleqe Illnfonet Colleqe 

Respondents satisfaction with 
opportunity for achievement 4.29 405 

Respondents satisfaction with 
challenging work 4.14 405 

Respondents satisfaction with the 
level of responsibility 4.57 4.36 

Respondents satisfaction with 
opportunity for growth and 
development 4.14 405 

Regarding the extrinsic factors , the employees of both co ll eges were generall y 

dissatisfied with a lmost all va riables except with the re lationship with co workers. In 

spite of the fact that the responses for most of the ex trinsic vari ables from employees of 

Royal College were better than Infonet College, the differences were not that much 

sign ificant. (See Tab le 3 .25) The reason that the mean of di stribution of responses from 

Royal College were a little bit better than lnfonet College is that the former pays better 

sa lary and have better benefits than the late r. Roya l Co ll ege pays a sa lary of birr 1690.00 

to birr 2 165.00 fo r instructo rs with BA degree where as Info net pays bi rr 1430.00 to birr 
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1600(with some irregulariti es). Moreover. Royal Co l lege prov ides bi rr 11 0.00 as a 

transportation allowance and have a provident fund contribution (6% from the co llege 

and 5% from employees) as a post employment security while neither are avai lable in 

Infonet Co llege. The week ly teaching load in both co l leges is the same ( 18 hours per 

week) nevertheless; Roya l College pays better f'o r the ex tra hour work ed as a part time 

job. 

Table 3.25 Mean sca le of responses for Ex trinsic factors from Royal and Infonet 
Colleges shown separately 

Mean Scale 
Variables Roya l College Illnfonet College 

Respondents level of satisfaction 
with salary 2.14 1.82 

Respondents level of satisfaction 
with fringe benefits 2.29 1.27 

Respondents level of satisfaction 
with promotion & increment system 2.29 1.86 

Respondents level of satisfaction 
with job secu rity 2.25 1.86 

Responden ts level of satisfaction 
with the incentive system 2 1.55 

Respondents level of satisfaction 
with the opportunity for outside 
training 1.86 1.86 

Respondents level of satisfaction 
with the opportunity for in -house 
train ing 2.1 1 1.91 

Respondents level of satisfaction 
with post employment security 2.5 1.45 
Respondents level of satisfaction 
with the re lationship with co-
workers 4.36 4.55 

Whether the management cares 
for the wel fa re of employees 2.18 2.14 
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In both colleges the respondents were di ssa ti sfied with the variables that measure 

structural inequity and were indifferen t f'or spee i fie ineq uity with small di ffe rences.(see 

Table 3.26) 

Table 3.26 Mean scale of responses f'o r equity factors from Royal and In fonet 
Colleges shown separately 

Variables 

Whether they perceive that 
management of the College treats 
all employees equally 

Whether they perceive that 
employees are required to do too 
much work for small pay 

Whether they perceive that 
relatives of owners and managers 
receive better salary and faster 
promotions 

Whether they perceive that 
gossipers get favors from 
managers and owners 

Whether they perceive that other 
organizations pay more than they 
earn for the same type of job 

II Mean Scale 

l Royal Col lege Il lnlonet College 

3 3.23 

4 .18 4 .05 

3 3 

3.07 3 

4.43 4.82 

Moreover, both the co lleges lack organ izational commitment from thei r employees. Here 

also the mean of the di stribution of responses [orm employees of Royal College were a 

little bit better than Infonet Col lege wi th sl11 al l differences. (See Table 3.27) 
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Table 3.27 Means scal e of responses [or Commitment variables from Royal and 
In fonet Col leoe shown separate ly to> 

Mean Scale 

Variables Royal Coilene Illnfonet Collene 

Whether they prefer to work in this 
College than any other 
organization that they know 2.36 2.27 

Whether they feel that they have a 
bright future with the College and 
so they wil l remain in the 
organization 2.29 1.95 

Whether they think that their 
cu rrent job is only a temporary 
employment 3.79 4.09 

Whether they would easily leave 
the Col lege if they find a job in 
other organizations 4.29 4.5 

3.6 Relationship among Factors of Worl, and Organizational Commitment 

The correlation coefficients show the relationship among the work factors and employee 

commi tment which indicate how important certain job factors were to the respondents. 

T he more the employees are d issat isfi ed with the ex trinsic factors their intention to leave 

the co lleges is hi gher. In other words. there arc positive re latio nshi ps between the core 

extrins ic rewards such as no di ssa ti s facti on with salary, promotion, job security and 

fri nge beneflts. and the tendency to remain in the compan y. Also. the more the 

di ssati sfact ion with the extrinsic rewards. the more the workers viewed their stay in the 

company as temporary. Thi s shows that. the more the ext rin sic rewards are provided, the 

grater the tendency for worke rs to view their s tay in the organization as permanent. In 

add ition, the perception that management takes care of employees' we lfare are obviously 

influenti al in making workers to feel like remaining in the o rgani zation , and viewing their 
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current jobs as permanent employment. Similar deductions can be made fo r other 

organ izationa l comm itment items, namely the wi ll ingness to go or remain in the company 

if another job were available elsewhere. (See Tabl e3 .28) 

The two indicators of the structural inequity shou ld also be nOled . The more the workers 

fee l that their economic returns from the co ll eges are not equi table with the investments 

of their labo ur with the feeling that other organi zatio ns pay more. the less their 

commitment to the organization By contrast, employees sati sfaction with intrinsic 

factors sllch as achievement, job challe nge, responsibility, and opportunity for growth 

and development did not keep them com mi tted in those co ll eges. (Table 3.28) Instrllctors 

keep on moving from those colleges to other co ll eges wh ich they believe pay better, they 

work for more than one college at the same time. and even they leave their profession and 

join organi zation with a better payment and fringe benefits. 

Employees in Royal and Infonet Colleges are employed within a poor country. Currently, 

the purchas ing power of the average worker had greatly decl ined due to high inflation, 

scarcity of commodities, a weak currency. and other reasons in the econom y. Thro ugh 

informal observations, the cost of basic necessities (food, housing, clothing, 

transportati on and hea lth care) had skyrocketed relative to previous years . As low-income 

earners, it may be expected that employees to place greater emphasis on ex trinsic/hygiene 

factors of work. Therefore. the deg rce of employec sat isElct ion with salaries. promotion, 

job security, fringe benefi ts. trai ni ng, incenti ves. equity, and managers' co nsiderat ion fo r 

employees' welfare are like ly to ha ve a stronger impact on employees ' comm itment to 

the organization. 

61 



Table 3.28 Relationship among faclo rs of wo rk and comm ilment variables 

Whether they reel 
that they have a Whether they would 

bright fUlLl re wit h the Wh ether they think eas il y leave the 
Co llege and so they that their current job Co llege if they Ilnd a 
will remain III the is on ly a temporary job III other 

Variables or.2anization em ployment oro 3ni zat ions 

Intrinsic Factors 

Respondents satisfaction 
with opportunity for 
ach ievement -0.27 0.05 0.15 

Respondents satisfaction 
wi th challenging work -0.11 0.20 0.37 

Respondents satisfaction 
wi th the level of 
responsibility -0.04 0.08 0.04 

Respondents satisfaction 
wi th opportunity for growth 
and deve lopment -0.22 -0.02 -0.03 

Extrinsic Factors 

Respon dents leve l of 
satisfaction with salary -0.04 -0. 16 -0.22 

Respondents leve l of 
satisfact ion wi th frin ge 
benefits 032 -0.27 -0. 19 

Respondents leve l of 
satisfaction with promotion 
& increments system 0.19 -0.1 5 -0.13 

Respondents leve l of 
satisfact ion with job 
securi ty 0.24 -0.1 3 -0. 13 

Whether the management of 
the Co llege cares for the 
we lfare of employees 0.29 -0.29 -0.15 

Respondents level of 
sa ti sfac tion with the 
opportun ity for outside 
training -006 000 -0.02 

Respondents level of 
sati sfaction with the 
opportunity for in-house 
trainillg 0.20 0.06 -0. 13 

Respondents level of 
satisfaction with post 
employment security 0.30 -0.26 -0.14 
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Perception of Equity 

Whether they perce ive that 
management of the College 
treats all employees equa lly 0.08 -0.16 -0.07 

Whether they perceive that 
employees are required to 
do too much work for sma ll 
pay -0.20 OA1 0.20 

Whether they perce ive that 
relatives of owners and 

managers receive bettcr 
salary and faster promotions -0.16 -0.03 0.07 

Whether they perceive linn 
gossi pers get favorers from 
managers and owners -0.06 -0.05 0.04 

Whether they perceive that 
other organizations pay 
more than they earn for the 
same e of ·ob -0. 12 0. 10 0.28 
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4.1 Conclusion 

CHAPTER FOUR 

CONCLUSION AND RECOMMENDATION 

Ethiopia needs trained and skilled man power to achi eve its objecti ve o f alleviating 

poverty and creat ing a country with a middle income econom y. The ro le played by 

private colleges is very impo rtant in thi s regard . The private colleges are directly 

involved in producing the required human resource. As a result, they are required to 

maintain well qua li fied and committed instructors who contribute for the success of the 

organiza tions . With thi s in mind , it is important to study the level of employee ' s 

commitment, and the factors of work that determine organizational cOlllm itment. [t was 

with thi s objecti ve the proj ect was undertaken. Based on the findi ngs and the analysis, the 

following major conclusions were drawn: 

o Employees of Roya l and Info net col leges were satisfied with the in trinsic content of 

the work such as achi evement. cha ll enging work. respons ibility. and growth and 

development. 

o The employees of the co ll eges were di ssatisfied with the extrinsic facto rs of work. 

They expressed their di s like in man y of the context of their wo rk sueh as the salary 

they get paid were considered very low. the fr inge benefi ts were considered 

inadequate and even una va il able .. and the incentive system we re cons idered very 

poor. Employees of the colleges feel that their job is unsecured and there is 

inadequate or no post employment security avai lab le. Mo reover, human resource 

development through in house training and outside training were also regarded as 
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very unsati sfactory. Nevertheless. it was found out that there is a strong and attractive 

co-workers re latio nship in the colleges. 

o The management of the co lleges d id not ca re for their employee 's welfare . Rather the 

management focused on ach ieving their object ives of securing hi gh profit by saving 

from the human resource cost. 

o Em ployees of the college perce ived that they get much lesser than the effort they are 

required to exert on perfo rming the ir jobs. Employees also perceived that they earn 

much lesser than other organ izations pay fo r the same type o f job. There fore, there is 

a structural inequ ity wh ich is a belief by cmployees that a general discrepancy ex ists 

between the amount of effort thcy commit to their wo rk and the rewards offered by 

the organization. 

o The employees did not have a psycho logical attachment to the co lleges; that is, they 

are not keenl y interested to be idcntifi ed with the goa ls and values of the co lleges, 

they are not wi lling to exert much effort to perform additional activi ti es that are 

important for the gro wth o f the co llcgcs . and thcy did not have a strong fee ling to 

continue as a member of the colleges. Hence, the employees of the colleges are not 

committed to the ir organi zati ons. 

o As indicated earli er the cmployecs are satisfied with the intri nsic var iab le while, they 

are di ssati sfi ed with ex trinsic va ri ables and thc eq uity factors. Moreover. it was found 

out that there lacks organ izational commit mcnt from employees of the co llege. In this 

regard the ex trinsic factors and percepti on of equ ity are more determinates of 

65 



organ izationa l commitment for employees whose lower needs are not yet satisfied 

and who li ve in a poor cou ntry . 

o Employees of the co ll cges do nOI seem to know the goal and va lues of the col leges 

properl y and do not seem to comm it themse lves towards achiev ing them. Moreover, 

majority of the employees are not seems to be willing to exe rt additional efforts to 

perform act ivities whieh are impo rtant for the developmen t and growth of the 

col leges. It was also fo und OUI that there is a hi gh level of employees turnover in the 

colleges . 

4.2 Recommendation 

It is clear that owners and managers of those co ll eges want the ir o rga nizations to 

deve lop and grow. One o r· the ways to achieve that is to create cond itions in wh ich 

employees see a bri ght futu re in thei r work place. T his wi ll make them 10 deve lop a 

sense of belongingness to the col leges. Based on the fi ndings and the analysis the 

follo wing reco mmendations. which arc necessary for the betterment of the working 

conditions of Royal and lnfonet Co lleges. are fo rwarded: 

The management of the co ll eges should improve the extrinsic factors of work , 

such as, sala ry, fr inge bene fit s. the incenti ves. and j ob security by assessing 

the leve l of those fac tors avai lable in organizations with in and outside the 

industry. This may req ui re mo re financ ia l investment by the col leges. How 

much financial resou rce can an in vestor o f a private business commit to the 

improvement of employees salar ies and other forms o f we lfare? Is it not 

possible that a high fina ncia l commitment to the latter reduces the chances of 
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the co ll eges to grow and endure . espec ially in a poor country li ke Ethiopia? 

Thi s is a problem faced by the pri vate co ll eges in whi ch profitability is a 

preconditio n fo r sustained gro\\1h o f the business o rgani zation. That 

no twithstanding. manage rs o f the co ll egcs should bal ance th e des ire to 

increase profit s throu gh savings in human resou rce cos ts with the interest of 

employees . In thi s regard , the employees' di ssati sfaction with these extrinsic 

factors will be removed or reduced. Moreover their perceptions regarding 

" they are doin g too much work for sma ll pay and other orga ni zation pay 

beller" will be neutrali zed. Therefore, th e management of the col leges wi ll 

enab le to control the consequences of low employee commitment and high 

labor turnover. 

2. The Coll eges should invest in the long-term goals of their employees in the 

form o f post employment securi ty as a provide nt fun d contribution. This al so 

requires an industry and cross ind ustry assessment. In thi s regard . employees 

will have a confide nce that there is an amount of money deposited on their 

beha lf for their post empl oyment secu rity purpose. Unless otherwise, 

employees will a lways maintai n a " birds o f passage" o ri entation if they are 

not sure that a j ob will help them to meet the ir sense o f fulfillm ent in old age 

and with any reason when they Icave their job . Solut ions to the problems of 

post -employment security in th c form o f provident fund/pension should not 

be left to the di sc retion o f entrep rcneurs a lone .The profit motive may prevent 

them from giving the a ttention it deserves. Government should , therefore. 

enact and inco rporate prov ident fund/pension in the labour proclamation for 

67 



firms to bu ild such security into the cond itions of se rvice. This will in the long 

run bene fit the owners of fi nns. because they will be better placed to retain 

experi enced and loya l employees. 

3. The co ll eges should also invcst in the long term goa l of employees in a fo rm 

of tra ining. In addit ion to improvement on ex tri nsic condit ions, human 

resource deve lopment th ro ugh train ing should be built into the o rgan izati onal 

plan of the co ll eges. Employees tra ining, whether within o r outside the 

co ll eges. shou ld not be provided as an end by itself. Traini ng should lead to 

impro vements in the life chances of employees through commensurate 

financ ia l remunerati on. This wil l makc them to remain in the enterprise to use 

the new skill s. Train ing programmes that dea l with firm - specific skills, such 

as pedagogica l trai ning. and train ings on new developments will help to bind 

the worker to the o rgan ization. In thi s regard. the employees ski ll will be 

improved which intern benefits the co ll ege and it wi ll help to remove of 

reduce employees feeling that the management does not have a cons iderati on 

for their wei fare. 

4 . Mo reover, the owners and managers shou ld also take ma nagerial trainings 

espec ia ll y on the human resource aspect which neutra lize the arbitrary 

manage ri a l behav iors and enab le thcm to care for employee·s we lfare and 

pro vi de a more secured work ing place. I f uni versit ies and institutes of 

management des ire to play thi s role . they must first conduct ex haust ive and 

in -depth studies of the pri vate co lleges in o rder to understand and their un ique 

characte ri stics. 
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5. Employees shou ld properl y know the goal and values of the co lleges and 

strive to ach ieve them. Mo reove r. they should engage themse lvcs in activities 

wh ich are important for the de ve lopment and growth of the colleges. They 

shoul d pa rti c ipate in depa rtm ental acti vi ties including being a department 

head . They shoul d spend ex tra hours in their offices to consu lt and follow up 

students. F urthermore . they should prepare and organize workshops, seminars 

and conferences which supplemcnt th e teaching - lea rning process . 
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Appendix I Questionnaire to be filled out by em ployees 01' ______ _ 
College 

Directions I'o r filling out the questionnaire 

a. In parts where written res ponses are req uired . please provide your written 
response briefly in the blank space provided. 

b. Where the questions require rankin g (form stro ngly agree to strongly di sagree) 
please rank the cho ices by putting a tick mark (V). 

c. To help the researcher treat yo ur responses confide nti all y and obj ec ti ve ly, pl ease 
do not write your name on the questionnaire. 

Questions relevant to the study 

I. Please put a tick mark(,j) in front of the fo llowing items indicating the 
leve l of your agreement or di sagreement regarding th e fo llowing intrinsic 
content of work in yo ur college 

~ 

c 
~ " bo ~ " " c " " "-
0 ~ ~ 

b oil oJ -0 

-< -< c [/) 

I am sati sfi ed with the type of work I perform since it pro vides me with 

" ~ " " bo " ~ ~ 

bIJ c: bIJ 
oj 0 oj 

'" ~ .~ 
0 ~ 

0 [/) 

opportunity for achievement _____ -:---,-....,.,--:--I----r-+--+--i--~-
I am sati sfi ed with the type of job I perform since it is a chall enging 
work ----;:- - - - - ,.,---;---.----j--.f-- f--+-+------j 
The job provides with strong fee ling of responsibility SlI1ce, 1 am 
positi vely influencing other people's li ves (students or col leagues) 
tlu'ough my work. 
The job provides me with strong fee ling of responsibil ity since I am 

contributing to the socie ty -----I-~f---1I---+_-___j 
I am satisfi ed with the type o f job I pe rform since. 1 alll molding and 
shaping students mind 

'Tj:;'e type of work I perfo rm pro v i d-e~ 1~1~-wit h OPI)OrtunTt y I() r pe rso ;;~ - -- ------

growth and development .. __ _ _ ~ _ ____ _ _ ______ L_-L __ ~ 

Pease state the reasons why you get the above facto rs as sati s fying of 
di ssatisfying 



2. Pl ease put a ti ck mark(~)in front oCthe fol lowi ng items indicating the 
level of your agreement or di sagreement regard ing the following ex trinsic 
content of work in your co llege 

~ 

c 
>-. ~ 
0 0 " '" ~ c '" " "-o ~ ~ 

:...... 00 0 1 "0 
Vi<c <c c -

---
I am satisfi ed with the sa lary 

I am sati sfied with the fringe benefits like medical expense, educat ion 
fee coverage etc ... 
Promotion and salary increment are satisfactory 
I am satisfied with the job securi ty 
The management of the college cares fo r employees welfare 
I am sat isfied with the incenti ve system 
There is opportunity for outside training 
There is opportuni ty for in-house traini ng 
I am sati sfi ed with the post employmel1l security ( in the form of pension 

or provident fund) -
[am sati sfi ed with the relationshi p with coworkers in the work place 

If you think any of the above factors are inappropria te or dissatisfying Please give your 

opinion why 

Is there any other thing that you want to 

add? -------

" >-. '" '" '" ~ 01) ~ 
00 00 

'" 
c 

'" 0 U1 ~ U1 

0 Via 



3. Please put a tick mark( .J) in fron t o f the follo wing items indicating the 
leve l of your agreement or di sagreement regard ing your perception of 
equ ity in your college 

» 
bO v OJ 
C OJ " o ~ 5i :... 00 
U)« -< 

- -
Management of the College treats all empl oyees equall y 

Employees expected to do too l1luch work for small pay 
The relati ves of owners and manage rs rece ive hi ghe r sa laries and faster 
promotions 
Goss ipers get favorers from owners and managers 
Other organizations pay more than I earn for the same type of job or 
other jobs which require the same qua liJi cation with that or mine 

~ 

c 
" ~ 
~ 
"-' 
-0 
C 

If you think an y of the above factors are inappropriate or di ssati sfying Please give 

your opinion why 

Is there an y thing that you want to 

add? 

" »" 
" - " ~ oD So on 
oj C oj 
V> e if) 

0 U50 



4. Pl ease put a ti ck mark (..J) in front orthe lo llowing items indicatin g the 
leve l of your agreement or di sagreemcnt regarding yo ur Commitment to 
yo ur co ll ege 

~ 

'" >, v 
co ~ 

v v ~ 
'" v V <H 
0 .... .... 
.... 00 0 / "0 

U)<O:: <0:: c -
I prefer working in thi s College to any other I know about. 
I feel that I have a bright future with the college and so I wi ll remain 
in the organizations 

- - -- -
I think that my curren t job is only a temporary empl oyment 
I wo ul d eas il y leave the college if I find a bettcr job III othe r 
organizations 

If you agreed that you wou ld easily leave the college if you get another job. will you 

leave your teaching profess ion for another? Yes o 
No 0 

If you choose yes why and what type o f organ izat ions and jobs are yo ur prefe rences 

5. Please li s t conditions in your company which you found attracti ve and 
unattractive. 

A ttracti ve 

Unattracti ve 

v >,v 
v 

_ v 
.... OJ) .... 
00 

'" OJ) co o OJ 
'" '"" .~ 
0 U)O 



Appendix II Interview prepared for Managers of the private colleges. 

Purpose: Thi s interview is prepared for managers of the co ll eges to find out the 
commitment level of their employees and the factors that affect employee's commitment 
for their organi zation. The result of thi s interview will be used to supplement the data 
gathered from the questionnaire in the analysis. 

1. Do you think employees of the college properl y know the vision, miss ion, goals 
and values of the co llege and stri ve to achieve them effecti vel y? 

2. Do yo u think employees are willingness to exert hi gh levels of efforts on behalf of 
the organi zation? 

, 
). Are they wi lling to engage on the foll owing activities that are important for the 

deve lopment of the co ll ege by spending extra time? 

_ Are they willing to be department head'i 

_ Are they willing to coordinate students affair? 

_ Are they willing to consult students? 

_ Are they willi ng to prepare wo rkshop? 

4. Do you think your employees have a strong des ire to be a member of your 
co llege? 

5. What is the level of mo vement from and in to your col lege? 
6. Do the employees stay working in your organization for long period of time? 
7. Do you know the reason why employees leave your col lege or thi nk temporary? 
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