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Abstract 

The commitment of the employees has comprised of three bases namely; cognitive, cost based, and 

norms/obligation which are obtained through the positive attitude and feeling of affiliation of employees. 

To investigate the cause and effect of said relationship, the present paper is an attempt to explore the 

relationship between job satisfaction and affective commitment. The paper also explored the in-depth 

relationship between various job facets and affective commitment. To obtain the desired result for the 

purpose of data collection convenient sampling was used. The regression (backward elimination) method 

was employed to identify to most positive significant facets of job satisfaction towards affective 

commitment. A total of 306 responses were analysed for the study. The results of the study provided mixed 

results. The findings of the study suggested pay, supervision, reward, operating-procedure, and work-

itself as the most significant facets, whereas other facets like benefits, communication, promotion, and co-

worker were found insignificant. The paper suggests that organisations should have put extra effort to 

explain available benefits, ensure proper communication systems, provide ample growth opportunities, 

and create a good interpersonal environment to gain more psychological commitment of the employees. 

The paper also discussed the future implications of the study. 
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Background of the Study 

In today’s competitive environment it is a very big challenge for the organisations to maintain a pool of 

talented people for the long term with them. To deal with this situation, the human resource (HR) 

department plays a crucial role in the framing of good HR practice(Alnıaçık et. al, 2012). It is already 

claimed that for organisational sustainability, organisations need a loyal workforce which can help the 

organisation in achieving long term goals.  

Organisations always strive to maximise the loyalty of the employees (Hausknecht et al., 2009; Reiche, 

2008). If employees feel that they have not been treated fairly or they are not satisfied with the different 

job facets, it is very tough for the organisations to obtain loyalty from employees and if things are vice-

versa, employees are likely to display a higher level of commitment (DeConinck, & Stilwell, 2004) and 

would stay with the organisation for a long period. Mowday et al. (1982) have also claimed satisfaction 

with job and its facets as the main determinants for employee’s commitment. An ample amount of exiting 

studies also supported the same notion (Brown & Peterson, 1993; Johnston et al., 1990; Martin & 

Bennett, 1996; Schwepker, 2001). 

Job satisfaction has been attributed as one of the important job attitudes and it has been also branded as a 

crucial element for organisational productivity and performance (Mathieu, 1991). Job satisfaction also 

verified by the various social science researchers that fulfillment with the aspects of the job significantly 

influences performance, loyalty, intent to leave, and absenteeism ((Baron, 1986; Maghradi, 1999). This is 

an interesting theme where the relationship between perception, attitude, and behaviour has been explored 

(Rifai; 2005). Considering the concept the theme of the paper has been decided where we have intended 

to measure the effect of facts of job satisfaction on affective commitment. 

Orgnaisational commitment has been the focal point of social scientists from last for the last four 

decades(Mathieu &Zajac, 1990) as it has shown an ability to predict many work and non-work behaviour 

( Hackett, Bycio, &Hausdorf, 1994; Meyer el.al, 1989; Randall, Fedor, &Longenecker, 1990). Though 

some raised concern over its applicability (Mowday,1998), it accepted that truth orgnisatinal commitment 

still an important notion to study(Rousseau, 1998).  The definition of organisational commitment has 

been refined over the years. Based on the early conceptualisation of organisation commitment (Becker, 

1960; Porter et. al, 1974), Meyer and Allen (1984) offered a 3 component model for organisational 

commitment and the components were affective commitment (AC), continuance commitment (CC), and 


