
Yihevis Aregu Yeshanew et al., International Journal of Research in Management, Economics and Commerce, 

ISSN 2250-057X, Impact Factor: 6.384, Volume 08, Issue 1, January 2018, Page 79-88 

http://indusedu.org Page 79 

 

This work is licensed under a Creative Commons Attribution 4.0 International License 

Employees' Job Satisfaction and 

Organizational Commitment in Tourism 

Industry: A Study of Selected Hotels in the 

Upper Blue Nile Basin, Ethiopia 
 

Yiheyis Aregu Yeshanew
1
 and Navjot Kaur

2
 

1
(PhD Student, School of Management Studies, Punjabi University, Patiala, Punjab, India) 
2
(Professor, School of Management Studies, Punjabi University, Patiala, Punjab, India) 

Abstract: Over the last half century, the global market for the tourism and hospitality industry has become 

increasingly active and dynamic, and the human resource component in the sector is considered as a source of 

sustainable competitive advantage. Hence, ensuring employees' satisfaction is regarded as an important 

concern to improve organizational commitment, service quality and overall organizational performance. This 

research is an exploratory study sought to determine the extent to which employees' job satisfaction can predict 

organizational commitment in the tourism industry with special focus on selected hotels in the Upper Blue Nile 

Basin in Ethiopia. Data was obtained by using structured questionnaire from a total of 294 respondents who 

were selected from eleven hotels operating in Bahir Dar, an important tourist destination town in Ethiopia 

located near the source of the legendary Blue Nile River which emerges out from Lake Tana. Purposive, 

stratified and simple random sampling methods were used to select study hotels, departments and respondent 

employees respectively. Data were analyzed by using Pearson correlation and simple linear regression 

methods. The result of the Pearson correlation indicates that employees' job satisfaction has positive and 

statistically significant association with organizational commitment. The regression analysis also reveals that 

job satisfaction has a positive and statistically significant effect on organizational commitment. Based on the 

findings of the current study, possible recommendations and directions for future research have been 

forwarded. 
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I. INTRODUCTION 
In the contemporary era of people oriented business scenario which best characterizes the tourism and 

hospitality industry; frontline employees' routine represents an essential component of service in the sector so as 

to secure reasonable degree of competitive strength. Within the tourism industry, hotel sector has been identified 

as a major segment in the growth of the sector, and it is considered as one of the fastest global rising industries 

contributing to more than one third of the service business (ILO, 2010 cited in Bharwani and Butt, 2012). 

Essentially, the tourism industry largely depends on the human resource component and direct contact with 

customers. The human resource factor plays a significant role in enhancing the organizational image (Bharwani 

and Butt, 2012). It is the competence and commitment level of employees who produced and delivered quality 

products and services to customers that determined the sustainable growth and survival of service organizations 

(Boella, 2013). Thus, emphasis must be given towards boosting the commitment of skilled and experienced 

hotel employees through enhancing their job satisfaction. The measurement of job satisfaction and 

organizational commitment and understanding the extent of their relationship is particularly important, 

especially in the hotel segment of the tourism industry, as employees’ satisfaction or dissatisfaction with the 

business may also cause customer satisfaction or dissatisfaction with the services offered (Ozturk, Hancer and 

Im, 2014).  

Job Satisfaction and organizational commitment are two of the most common work place behaviors 

extensively treated in the organizational literature. The relationship between the two organizational constructs 

has also been investigated widely (Meyer et al., 2002; Mathieu and Zajac, 1990 ). Although both job satisfaction 

and organizational commitment are very well studied in the Western background (Porter, Steers, Mowday and 

Boulian, 1974), they are not well examined in the context of the developing nations' scenario. Regarding the 

institutional focus of previous studies, it seems that the financial sectors are likely to dominate the existing 

literature where as the tourism and hospitality sector particularly in Africa is yet least considered or overlooked 

by researchers. Therefore, the rationalization of the present study is to address the current framework through 

testing the assumption that employees' job satisfaction has significant effect on organizational commitment with 

particular emphasis on employees of the tourism and hospitality industry with specific reference to hotel 
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employees in the Upper Blue Nile Basin in Ethiopia, and in the process it is likely to extend the conventional 

explanation of the West to the African context.  

 

II. REVIEW OF RELATED LITERATURE 
A plethora of research focusing on job satisfaction, organizational commitment and the relationship of 

the two work place behaviors is widely available in the extant literature. In order to examine the role of 

employees' job satisfaction as determinants of organizational commitment, researchers, academicians and policy 

makers have conducted several studies in different time periods at various places of the world (Porter, Steers, 

Mowday and Boulian, 1974; Bateman and Strasser,1984, Joseph, 2013; Singh, 2013; Al Battat, Mat and Helalat, 

2014; Ozturk, Hancer and Im, 2014; Fathema and Muath, 2013; Pandey and Khare, 2012; Nedeljkovic, Hadzic 

and Cerovic, 2012; Yang, 2010). Hence, in this part of the paper an attempt has been made to present the review 

of some relevant research works pertaining to those variables under study and their relationship in various 

organizations with particular emphasis to those works on service industries. This enabled the researcher to 

identify key findings, inconsistencies and gaps in the existing literature. Moreover, it would also provide 

information to develop the conceptual framework of the study. 

Job Satisfaction 

The term job satisfaction is an interdisciplinary and a multidimensional concept which attracted the 

attention of researchers and practitioners from different fields of study such as psychology, human resource 

management, organizational behavior and others. The extant literature witnesses that there are a large number of 

studies that analyze the term job satisfaction from many different point of views and its relationship with various 

organizational variables (Lund, 2003). However, there is no universal and agreed definition of job satisfaction 

that exposes all these dimensions at the same time (Joseph, 2013, Singh, 2013).  As cited in Ray and Ray (2011) 

the most referred characterization of job satisfaction was offered by Locke (1976) who defined job satisfaction 

as a pleasing or positive emotional state resulting from the evaluation of a person’s job. 

Job satisfaction is also defined as a person's universal tendency towards his or her job (Robbins and 

Judge, 2013). Mullins (1993) mentioned that job satisfaction is closely related to motivation. Various factors 

such as employees' needs and desires, social relationships, style and quality of management, job design, 

compensation, working conditions and perceived opportunities elsewhere are considered to be the determinants 

of job satisfaction (Moorhead and Griffin, 1999). Employee satisfaction may also be related to benefits package, 

training and development, relationship with supervisor, teamwork and cooperation, recognition and rewards, 

empowerment and communication. Moorhead and Griffin (1999) further explained that induced by those 

motivation factors, employees' job satisfaction has a significant influence on employees’ organizational 

commitment. According to Robbins and Judge (2013), a satisfied workforce can enhance organizational 

productivity through less distraction caused by absenteeism or turnover and few experiences of withering 

manners.                   

Organizational Commitment 

A substantial body of literature has been produced regarding organizational commitment with a variety 

of dimensions and perspectives. Consequently, a wide array of definitions and measurements of organizational 

commitment appear in the existing literature (Gupta, Singh and Venugopal, 2008). According to Mowday, 

Steers and Porter (1979), organizational commitment refers to the extent of employees' compliance to exert their 

effort for the success of organizational goals and the degree of fit between the employees' values and the 

organizational values.  For Robbins and Judge (2013) organizational commitment is an employee's positive 

attitude towards the organization, and with this mind set an employee well identifies organization's specific 

goals and tries to maintain this status unbroken. This is individual feeling or emotional response that an 

employee keeps to different situations in an organization. These authors further explain that organizational 

commitment is the passion of an employee's involvement in and identification with the organization. Such an 

employee exploits all his/her potentials to the maximum capacity with honesty and dedication with reasonable 

concern towards organization's assets and goals. Allen and Meyer (1990) consider organizational commitment 

as a psychological contract that sustains between employees and organizations and which keep them intact 

through different circumstances.  

According to Allen and Meyer (1990) and Meyer and Allen (1997) organizational commitment is a 

multidimensional concept that illustrates the employee's relationship with the organization and has implications 

for the decision to stay stable in the organization. The multidimensional components of organizational 

commitment may vary from author to author. For Mowday, Porter and Steers (1982) the dimensions of 

organizational commitment constitute loyalty, initiative, internalization and satisfaction. Based on this 

classification Mowday, Porter and Steers (1982) broadly defines organizational commitment as it refers to the 

relative vigor of an individual's identification with and attachment in a particular organization, which is typified 

by trust and acceptance of organizational goals and values, willingness to put forth an effort on behalf of the 

institution and an interest to continue membership in that specific organization.    
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However, for Allen and Meyer (1990) and Meyer and Allen (1997) the major components of 

organizational commitment include affective commitment (AC), continuance commitment (CC), and normative 

commitment (NC). The affective component of organizational commitment has three subcomponents 1) the 

emotional attachment to the organization, 2) the identification with the organization and 3) the involvement in 

the organization. Employees with strong affective commitment want to stay employed in the organization. The 

second component, continuance commitment refers to the willingness to remain in an organization because of 

the investment that the employee has with non transferable investments such as retirement, personal 

relationships, years of employment and benefits, or it is related to perceived costs when the employee would 

leave the organization. Employees with this kind of commitment stay employed in the organization because they 

need to be. The third component, normative commitment refers to the employees feeling of obligation that an 

employee has to the employing organization. This means employees that have strong normative commitment 

stay in the organization because they believe they ought to (Allen and Meyer, 1990). 

This classification of organizational commitment by Allen and Meyer is basically preferred to call as 

Allen and Meyer's three commitment model (Allen and Meyer, 1990; Jaros, 2007), and it is referred by scholars 

as the dominant model of organizational commitment (Jaros, 2007; Kaptijin, 2009).The three forms of 

organizational commitment (affective, continuance and normative) are usually regarded as essential elements 

and building blocks of the construct of organizational commitment. Much of the commitment literature based its 

analysis on these three constructs of organizational commitment and distinguishes them as most important forms 

of commitment (Meyer, Stanley, Herscovitch and Topolnytsky, 2002; Huang  and Hsiao, 2007; Jaros, 2007, 

Pandey and Khare, 2012). 

Job Satisfaction and Organizational Commitment 

As it is described in the preceding discussion, job Satisfaction and organizational commitment are two 

of the most common work place behaviors extensively available in the organizational literature. The relationship 

between the two organizational constructs has been investigated widely (Mathieu and Zajac, 1990; Meyer, 

Stanley, Herscovitch and Topolnytsky, 2002). Several studies have also reported that there is a significant 

association between job satisfaction and organizational commitment (Al Battat, Mat and Helalat, 2014; Ozturk, 

Hancer and Im, 2014; Fathema and Muath, 2013; Pandey and Khare, 2012; Nedeljkovic, Hadzic and Cerovic, 

2012; Yang, 2010).  However, it is still a debatable concern whether job satisfaction is the predictor of 

organizational commitment or vice versa (Huang and Hsiao, 2007). Indeed, several researchers have concluded 

that job satisfaction is a predictor of organizational commitment (Porter, Steers, Mowday and Boulian, 1974; 

Rose, 1991). On the other hand Bateman and Strasser (1984), argue that organizational commitment could elicit 

employees' job satisfaction. Therefore, it should be noted that the causal relationships between job satisfaction 

and organizational commitment could not be established with confidence because it may also be possible for 

reverse causality to occur (Huang and Hsiao, 2007).  For the purpose of this study the first argument is 

maintained to analyze the association between job satisfaction and organizational commitment. Hence, the 

current research has been modeled based on the availability of a great deal of literature regarding the directions 

of the causal relationships between the two variables in such a way that job satisfaction predicts organizational 

commitment.  

Al Battat, Mat and Helalat (2014) have produced an influential on how lack of job satisfaction can lead 

to job turnover, a field that attracted the attention of many distinguished figures. Employee's turnover had 

attracted the attention of business owners and researchers from different arrays of business studies in recent 

years and a number of researches and publications have been produced on efforts of enhancing employment 

factors to reduce the turnover crisis in different organizations.  By adopting Mobley model (1977), a clearer idea 

was presented and the research finding showed that to enhance the employment factors for reducing the turnover 

crisis, job satisfaction is a means that can lead to employee commitment and retention. Furthermore, improving 

the wages and reinforcing work condition could strengthen the relationships between hospitality employees 

within their industry followed by an enhanced organizational commitment and a reduction in turnover. The 

report of these results was found to be valuable for tourism and hospitality sector to consider.  

Likewise, Ozturk, Hancer and Im (2014) came up with a good contribution in the study of the effect of 

job characteristics on job satisfaction and organizational commitment in the hotel industry in Turkey by taking 

data from two hundred fifty two hotel workers. Multiple regression analyses were conducted to identify the 

effect of job attributes on employees’ overall job satisfaction and affective commitment while a simple 

regression analysis was used to identify the relationship between overall job satisfaction and affective 

commitment. The results indicated that the job characteristics, interaction, feedback and autonomy had 

significant impacts on both job satisfaction and affective commitment. The findings further indicated that a 

significant relationship exists between job satisfaction and affective commitment. 

Another empirical research on the issue of the relation between job satisfaction and organizational 

commitment is the work of Fathema and Muath in 2013. The researcher also tried to measure the impact of such 

demographic variables as gender, age, years of experience, level of education and type of position on job 

satisfaction and organizational commitment. The study was conducted over the employees of private financial 
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institutions in the kingdom of Bahrain.  The authors employed questionnaire to collect the research data from a 

sample of one hundred fifty six employees, and inferential statistics such as t-test, ANOVA and correlation to 

answer research questions. The result of the research showed that the relationship between job satisfaction and 

organizational commitment was found to be statistically significant and positive. 

Similarly, Nedeljkovic, Hadzic and Cerovic (2012) have ventured to investigate the factors that 

influence a high level of the service customer orientation of hotel employees and they came up with a good 

scholarly contribution to the hotel industry in relation to organizational commitment and job satisfaction 

dynamics. Data for the study were collected through the use of a survey instrument completed by front-line 

employees in hotels in the north province of Serbia-Vojvodina. The result suggests that if the management of 

the hotels respect and enhance the autonomy of the employees, this style of leadership can help hotels gain a 

competitive advantage on the tourism market. Hotels have to be viewed as knowledge enabling organizations 

where managers and employees share information and experiences to create new insights and skills .Managers 

have to facilitate and support knowledge development instead of controlling and measuring it that increase the 

motivation and satisfaction of employees which finally affects commitment. 

The relationship between of job satisfaction and organizational commitment was also studied by 

Pandey and Khare (2012). The study was an attempt to find out the relationship between job satisfaction and 

organizational commitment and to explore the underlying factors affecting employee loyalty. The findings of the 

research concluded that there is a statistically significant and positive relationship between job satisfaction and 

organizational commitment, and the two variables were identified to have significant impact on employee 

loyalty.  In his seminal paper Yang (2010) conducted a prime investigation regarding the antecedents and 

consequences of employee job satisfaction. Data was obtained from a sample of six hundred seventy one 

respondents drawn from eleven international tourist hotels in Taiwan. Role ambiguity and conflict, burnout, 

socialization and work autonomy as antecedents on the one hand and affective and continuance commitment, 

absenteeism, and employee turnover intention as consequences on the other hand were considered in the study. 

According to the results, role conflict, burnout, socialization, and work autonomy, but not role ambiguity, 

significantly predicted job satisfaction. Moreover, employees' job satisfaction significantly contributes to 

behavioural outcomes in the form of enhancing organizational commitment and lowering turnover intention. 

Objectives of the study  

The main objective of this study was to examine the extent to which employees' job satisfaction can 

predict organizational commitment in the hotel segment of the tourism industry with special focus on selected 

hotels in the Upper Blue Nile Basin in Ethiopia. For the purpose of addressing the general objective of the study, 

the researcher has broken down the general objective into few specific and easy to measure objectives. 

Therefore, the following are the specific objectives of the study. 

1. To explore employees' perceptions of job satisfaction and organizational commitment 

2. To determine the association between job satisfaction and organizational commitment 

3. To measure the effect of job satisfaction on organizational commitment.           

Hypotheses of the Study 
In the language of research methodology the term hypothesis is usually identified as a formal statement 

of the tentative explanation regarding the relationship between two or more variables in a specified research 

population (Marczyk, DeMattteo and Festinger,2005). These presumed interrelationships are then tested by 

collecting and analyzing the required data, and eventually the hypotheses may either be accepted or rejected on 

the bases of the testing results. On the basis of the stated objectives and the information extracted from the 

existing literature pertinent to the issue under investigation, the hypotheses of this specific research are stated 

here under. 

H1: There is positive and significant relationship between job satisfaction and organizational  commitment 

H2:  Employees' job satisfaction has significant effect on organizational commitment                                      

Conceptual framework of the Study                                            

A conceptual framework is a theoretical structure of assumptions, principles, and rules that holds 

together the ideas comprising a broad concept (Zikmund et al, 2010). The conceptual framework presented 

below shows the relation between the independent variable and the dependent variable where by the 

independent variable represents  employees' job satisfaction whereas organizational commitment of employees 

in hotels form the dependant variable.       

 
Figure1: Schematic Diagram of the Study 
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III. RESEARCH METHODOLOGY 
The study characterizes quantitative approach in nature, and it maintained cross-sectional survey design 

as an appropriate research design to meet the research objectives, and it made use of both primary and secondary 

data sources. Primary data, the principal source of information, was collected through the use of structured 

questionnaire, and secondary sources were also considered for the study. The principal data gathering tool for 

the study constitutes two sets of scales.  

The first section of the survey questionnaire consists of the participant’s responses related to job 

satisfaction, and for this part the short version of Minnesota Satisfaction Questionnaire (MSQ) developed by 

Weiss et al. (1967) was adapted and used to assess the job satisfaction level of employees. Basically, employee 

job satisfaction is related to benefits package, training and development, relationship with supervisor, working 

conditions, teamwork and cooperation, recognition and rewards, empowerment and communication. The 

researcher's confidence to use MSQ was emanated from the fact that the instrument has been extensively used 

by previous researchers. Moreover, its established reliability and user friendly character contributed to the 

inclination of the researcher towards using MSQ in order to collect primary data for the current study.  

The second section of the measuring instrument was the revised version of Organizational 

Commitment Questionnaire (OCQ) originally developed and validated by Allen and Meyer (1990) and later 

revised by Stephen Jaros (2007). Organizational Commitment Questionnaire (OCQ) is indeed remained the 

most widely and extensively used instrument in management and organizational behavior research. The original 

organization commitment questionnaire (OCQ) was developed by Allen and Meyer (1990) and consisted of 

twenty four items measuring the three components of commitment, namely affective commitment, continuance 

continuance commitment and normative commitment offering eight items for each component. In an attempt to 

address some concerns raised by researchers and particularly to clarify the distinction between affective and 

normative commitment, Meyer and Allen (1997) revised the organizational commitment questionnaire (OCQ) 

with an extensive revision of normative commitment and also shortening each scale from eight to six items. 

Hence, the revised scale has become eighteen items. Nevertheless, a Meta analysis by Meyer et al. (2002) found 

a high correlation still existed between affective and normative commitment.  

The revised organization commitment questionnaire (OCQ), however, has been widely used in various 

studies based on the three dimensional organisational commitment model and continued to be the most preferred 

instrument to measure work place commitment even in the context of non western culture. Perhaps motivated by 

the widespread usage of organizational commitment questionnaire (OCQ) and the interest to to enhance the 

accuracy and usefulness of Meyer and Allen’s (1990) commitment model, Jaros (2007) made a critical analysis 

of the organizational commitment framework.  The author has examined the validity and accuracy of its 

constituent subscales for the measurement of affective, normative, and continuance commitment and eventually 

came up with a new revised scale constituting twenty items. In the new revised scale affective commitment 

maintained its original number of eight items with one item revised and the eight original items for each of the 

other two components of commitment i.e continuance and normative, were replaced by six newly revised items. 

Hence, based on the classification of the original model and the re written version of Jaros (2007), the items for 

this study were classified in terms of the three dimensions of affective commitment (AC), normative 

commitment (NC) and continuance commitment (CC). Participants responded on a  five point Likert scale 

dictating the extent to which they agreed with each statement as it reflected their actual work environment (1= 

strongly disagree, 5= strongly agree). However, for the purpose of the analysis, the overall commitment 

questionnaire was computed by summing or taking the average of all the twenty items in order to produce a total 

score,  i.e. the least the score the lower the level of employees' perception of organizational commitment.  The 

items about socio-demographic qualifications such as gender, age, level of education and work experience were 

included to the instrument.  A Five-Point Likert Scale was employed for the survey. All sets of questionnaires 

were translated into Amharic, the national working language of Ethiopia and back translated to English and the 

draft was then checked to ensure the consistency of the altered copy.  

The sampling method was a combination of three techniques. Purposive, stratified and simple random 

sampling methods were used to select study hotels, departments and respondent employees respectively. 

According to the index of hotels in Bahir Dar compiled by the Amhara National Regional State Tourism and 

Parks Development Bureau (2016), there are a total of seventy four hotels including large, medium and small 

sized hotels. Of these, a total of eleven hotels which were groomed for star ranking project which was then 

underway in the country were purposively selected. The target population represents 1502 employees working 

within four operational departments (front office, housekeeping, food and beverage and food production) of the 

eleven hotels.  Hence, based on the sample decision model developed by Krejce and Morgan (1970) cited in 

Uma Sekaram and Roger Bougie(2010),the exact sample size was 306. With a ten percent increase for 

uncertainties, 347 questionnaires were distributed for respondents, and of these 322 questionnaires were 

returned. From the total returned filled questionnaire, 28 papers were not usable with too much missing values 

and incorrect filling so that they were excluded from further analysis and interpretation. The analysis was thus 

made based on 294 properly filled questionnaires. 
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Once the data collection process is completed, the raw data gathered from primary sources was edited, 

classified, coded and entered into the spreadsheet system on SPSS version 23 in order to make it ready for data 

analysis. Depending on the nature of the stated objectives and the proposed hypotheses, different statistical 

techniques such as descriptive statistics were used for summarizing data and Pearson correlation and simple 

linear regressions were employed for hypothesis testing                                                                        

 

IV. RESULT AND DISCUSSION 
After the necessary data for the study was collected using relevant tools and techniques, the next 

important step in the research process is the analysis, discussion and interpretation of data with the aim of 

arriving at empirical solution to the identified problem and so to draw sound conclusions. Data collected from 

the survey were thus analyzed using the Statistical Package for Social Sciences, SPSS (Version 23.0), and the 

data analysis techniques included Pearson correlation and simple linear regression. However, prior to entering 

into the data analysis, statistical assumptions for linear regressions such as linearity, normality, independence of 

errors and homoscedasticity have been checked and the data met all the required assumption tests.  The 

reliability of the scale was also tested before applying statistical tools using Cronbach's alpha method which is 

the most widely used technique of testing reliability (Kothari, 2014 and Malhotra and Birks, 2007,). It may be 

mentioned that its value varies from 0 to 1, but the satisfactory value is required to be greater than 0.7 for the 

scale to be reliable (ibid). In the present study, therefore, reliability of measurement has been tested on SPSS, 

and the testing results (table -2) of variables fulfill the required standard and far above the threshold which 

indeed proved that the scales are highly reliable for data analysis.  

To begin with the demographic statistics, a summary of descriptive information on socio-demographic 

characteristics of respondents is presented in the following table (table-1). This is intended to help readers 

understand the overall socio-demographic picture of the participants involved in the questionnaire survey of this 

study. The demographic information includes gender, age, education level, work experience and department in 

which the respondent is operating. Hence, the demographic data summary as illustrated in table-1 below shows 

that majority of the respondents were females (60.5%). Age wise distribution of the data showed that the 

respondents of the age group below 25 years were 45.9%, age group 26-35 years were 43.2%, age group of 36 

to 45 years were 7.1% while age group of 46 to 55 years were 2.4%. The distribution of respondents based on 

educational level depicts that 35(11.9%) of our sample are grade tenth completes or high school graduates, 

41(13.9%) are preparatory school completes and 65(22.1%) respondents have certificates, 99(33.7%) have 

college diploma and 51 (17.3%) of the study sample have bachelor degree or above. In terms of work 

experience among the participants of our research 219 (74.5%) employees have a work experience of 1 to 5 

years, 54 (18.5%) participants served between 6 to 10 years, 16 (5.4%) participants have a working experience 

between 10 to 15 years, and 5 (1.7 %) participants have worked in hotel services for 16 years or beyond. The 

distribution of respondents based on their working department shows that 74(25.2%), 39(13.3%), 113(38.4%) 

and 68(23.1%) sample employees are working in front office, food and beverage, housekeeping and food 

production department respectively. 

Table1:  Demographic Data Summary of the Respondents 

Demographic Variables Frequency Percentage 

Gender Male 108 36.7 

Female 178 60.5 

Unclassified 8 2.8 

Total 294 100 

Age Below 25 135 45.9 

26-35 127 43.2 

36-45 21 7.1 

46-55 7 2.4 

Unclassified 4 1.4 

Total 294 100 

Education 

Qualification 

10th Complete 35 11.9 

12th Complete 41 13.9 

Certificate 65 22.1 

College Diploma 99 33.7 

BA/BSC and above 51 17.3 

Unclassified 3 1.0 

Total 294 100 

Work Experience 1 -5 years 219 74.5 

6-10 years 54 18.4 

11-15 years 16 5.4 
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16 years and above 5 1.7 

Total 294 100 

Department Front Office 74 25.2 

Food and Beverage 39 13.3 

Housekeeping 113 38.4 

Food Production 68 23.1 

Total 294 100 

Source:  Researchers' survey data, 2016 

The second table (table-2) presented below depicts the results of the descriptive statistics, the reliability 

coefficient and the correlation matrix of both the explanatory variable and the outcome variable. The summary 

of the descriptive statistics includes mean and standard deviation of both the predictor (job satisfaction) 

(M=3.10, SD= 0.70) and the outcome (organizational commitment) (M=3.02, SD=0.40). As it is evident from 

the table the mean score of job satisfaction and organizational commitment is little above the scale of midpoint 

3. Hence, this can be interpreted as on average hotel employees were relatively satisfied with their job and 

committed to the organization in which they are operating. Table- 2 also portrayed that the relationship between 

job satisfaction and organizational commitment was found to be statistically significant and positive (r= 0.596; 

p<.01). With this result the first hypothesis which claims that there is positive and significant relationship 

between job satisfaction and organizational commitment holds true. This means as the level of job satisfaction 

increases so does the level of commitment and vice versa. The  statistical result of this study is supported by the 

findings of Ozturk, Hancer and Im (2014); Fathema and Muath(2013); Yang(2010) and Porter, Steers, Mowday 

and Boulian(1974) whose research outputs indicate that job satisfaction has a positive and significant 

relationship with organizational commitment.  

Table2: Descriptive Statistics, Reliability Coefficients and Correlation Matrix 

Variables Mean  Standard 

Deviation 

Reliability 

Coefficient 

Organizational 

Commitment  

Job 

Satisfaction 

N 

 

294 

 

 

Organizational 

Commitment  

 

3.0282 

 

0.39303 

 

0.816 

 

1.00 

 

.596** 

Job Satisfaction 3.1020 0.70731 0.906 .596** 1.00 

Note: Correlation is significant at the **0.01 level (2-tailed).  

Source: Researchers' survey data, 2016 

Looking at the statistical output of the correlation matrix, it is possible to describe about the nature of 

relationship between the independent and the dependent variable. However, it is unlikely to say anything about 

the extent to which the predictor variable (job satisfaction) could predict the criterion variable (organizational 

commitment) based on the results of the correlation matrix.  Hence, the statistical results below explained 

whether the model is significant or not and how the explanatory variable predicted the dependent variable. 

Simple linear regression was thus conducted to assess whether job satisfaction has an effect and predictive value 

on organizational commitment or not. The three consecutive tables below (model summary, ANOVA and 

coefficient) depicted the results of the regression analysis which explained how job satisfaction predicted 

organizational commitment. 

The model summary table below (table -3) enables us to identify the dependent variable (job 

satisfaction) and the explanatory variables (organizational commitment). It also provides information about the 

regression line's ability to account for the total variation in the dependent variable. In table- 3 below, the value 

of R-square (R
2
) served as an indicator to the overall predictive strength of the model, or it refers to a measure 

of how much of the variation in the dependent variable can be explained by the independent variable (Field, 

2013;). Therefore, it is evident from the table that 35.5% of the observed variability that occurred in the 

dependent variable (organizational commitment) is due to the independent variable where as the remaining 

65.5% is due to other variables that are not included in the research model. This means job satisfaction explains 

the variance in the value of organizational commitment at p<0.01 significant level (F (1,292) =160.9, 

R2=35.5%, adjusted R
2
 =35.3%).  As can be observed from the regression output, the difference between R

2
 and 

adjusted R
2
 is almost insignificant which mathematically indicated that the two statistical values are close to 

each other and thus signaled that the situation is good enough. 

The Durbin-Watson test result in the final column of the model summary table is the widely used 

method to verify the assumption of autocorrelation. Scholars agree that Durbin-Watson test values around two 

indicate no autocorrelation, and as a rule of thumb values between 1.5 and 2.5 show that there is no auto-

correlation in the linear regression data (Field, 2013). Hence, based on this background, the Durbin-Watson 

statistic was calculated to assess the assumption of independence of errors and its value was proved to be (1.70) 

which falls between 1.5 and 2.5 so that the data is not autocorrelated, and it approximately satisfies the required 

assumption or the assumption of independent error is  almost tenable. 
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Table3: Model Summary of Job Satisfaction and Organizational Commitment 

Model R R  Square Adjusted R Square Std.  Error of the Estimate Durbin Watson 

1 .596a .355 .353 .31613 1.700 

a. Predictors: (Constant), Job Satisfaction 

b. Dependent Variable: Organizational Commitment  
 

Source: Researchers' survey data, 2016 

Next to the model summary table in the regression output followed the analysis of variance (ANOVA) 

table that tests whether the model is significantly better at predicting the response variable than using the mean 

as an exclusive estimate(Field, 2009). In this regard, the table below (table-4) depicted whether the independent 

variable has significantly predicted the criterion variable or not.  Hence, as it is evident from the table (table-4), 

job satisfaction has a positive and significant effect on organizational commitment at P<.01 level of significance 

(F (1,292) = 160.9, P=.000). The calculated F-value which is 160.9 indicates that the model is good fit and has 

significant power of predictability. 

Table4: ANOVA of Job Satisfaction and Organizational Commitment 

Model Sum of Squares df Mean Square F Sig 

1    Regression 16.078 1 16.078 160.882 000b 

      Residual 29.182 292 .100   

        Total 45.260 293    

a. Dependent Variable: Organizational Commitment 

b. Predictors: (Constant), JS 

Source:  Researchers' survey data, 2016 

The next and most important part of the regression output which is the coefficient table is concerned 

with the parameter of the model in which the independent variable that makes significant contribution to 

predicting organizational commitment is included. The coefficient statistics is also useful to identify the 

directional effect of the relationship between the variables, whether it is positive or not.  Hence, from the 

coefficient table below it is evident that the beta value was found to be 0.33 and statistically significant at 

p<0.01 level of significance indicating that there is a positive relationship between the independent variable (job 

satisfaction) and the dependent variable (organizational commitment). 

Table5: Coefficient of Job Satisfaction 

Model  Estimated coefficient value Standard  Error t- value Sig. 

1 (Constant) 2.001 .083 24.087 .000 

JS .331 .026 12.684 .000 

              a. Dependent Variable: Organizational Commitment 

 Source: Researchers' survey data, 2016 

The estimation process was based on Ordinary Least Squares (OLS), i.e., y= a + bx  

Hence, for this purpose, the research model or the regression equation is mathematically expressed as follows: 

OC = β0+ β1 X1 + Є, Where,  

Y = Organizational Commitment                 X1= Job Satisfaction 

β0 = Intercept                                                 β1= Regression coefficients                                                                                                                                                                                                                                                                                      

Є= Stochastic error term      

Therefore, the regression equation of the study result is:   Y= 2.001 +0.331x + Є                                                                                                                                                                                                                                                                                      

The coefficient table above (table-5) illustrates the coefficient statistic, t-value and significant value for 

the predictor variable. The estimated coefficient value informs us how much the dependent variable is expected 

to increase when the independent variable increases by one. As it is evident from the table above, job 

satisfaction has positive coefficient value with organizational commitment, and the b-value (estimated 

coefficient value) which is 0.33 indicates that as the value of job satisfaction increases by one unit, 

organizational commitment increases by 0.33 units. The value in the Sig. column of the table indicates whether 

the power of the independent variable is significant or not in explaining the criterion variable. The statistical 

output in the coefficient table helps to conceptualize whether the predictor is significantly contributing to the 

model or not. Therefore, if the t-test associated with the b-value is significant or if significant value is less 

than.05, then the explanatory variable is said to be significantly contributing to the model (Field, 2013). The 

lower the value of Sig. and the higher the value of t, the greater the role of the given independent variable in 

predicting the outcome variable is. Based on this explanation, for this regression model, job satisfaction (t (292) 

= 12.68, p=.000, which is less than 0.01) is found to be significant and powerful predictor of organizational 

commitment. 

Hence, based on the results of the simple linear regression analysis, job satisfaction was identified as an 

important antecedent or powerful predictor of organizational commitment. Thus, based on the statistical results 

and the above discussion, it is possible to make decisions on what happens to the proposed hypothesis regarding 

the predictor and the outcome variable. The third hypothesis states that job satisfaction has significant effect on 
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organizational commitment. In the regression analysis, the statistical output demonstrated that job satisfaction 

has a positive beta coefficient value (b=.33, t (292) =12.68, p=.000 which is less than the cutoff point i.e. 0.01). 

On the basis of this analysis therefore, the hypothesis that says ‘Job satisfaction has significant effect on 

organizational commitment' is accepted.  The analysed data from the samples of hotel employees in the Upper 

Blue Nile Basin in Ethiopia supported the postulated hypothesis for the study. Overall job satisfaction was 

found to have a positive and significant effect on overall organisational commitment.  This implies that the more 

hotel employees are satisfied with their job the more they would become dedicated to their work moral values 

and norms and the greater will be their organizational commitment. The more employees are committed and the 

more they want to stay in the organization they are operating. In other words hotel employees' level of 

satisfaction can put positive effect in ensuring their organizational commitment. Hence, this finding underscores 

that job satisfaction of hotel employees is very essential as an antecedent to realize organizational commitment.  

The finding of this study is supported by several previous research works that maintain the positive 

effect of job satisfaction on organizational commitment (Ozturk, Hancer and Im, 2014); Yang, 2010; Pandey 

and Khare, 2012; Fathema and Muath, 2013 and Porter et al., 1974).  Ozturk, Hancer and Im (2014) and Yang 

(2010) demonstrated in their study that job satisfaction directly and significantly affects organizational 

commitment in a positive way on hospitality industry in Turkey and Taiwan respectively. Although the 

investigations of those other researchers listed above were carried out in the context of different countries and in 

different organizations such as manufacturing and financial institutions, the findings are very similar to this 

study. 

 

V. CONCLUSION AND RECOMMENDATIONS 
In the emerging era of hyper competitive and turbulent business environment, job satisfaction of 

employees is an important work place behavior to improve employees' organizational commitment, service 

quality and overall organizational performance. Job satisfaction and organizational commitment have been the 

subjects of a great deal of empirical research, but the nature of the causal relationship between job satisfaction 

and organizational commitment is still disputed. This study has ventured to make both a theoretical and practical 

contribution to the extant literature by examining the influence of job satisfaction on organizational commitment 

for employees in the hotel sector of the tourism industry with special focus on selected hotels in the Upper Blue 

Nile Basin in Ethiopia. The simple regression analysis results presented above confirmed that employees' job 

satisfaction has reasonable association with organizational commitment, and the former is found to be a 

significant predictor of the later. In other words, job satisfaction is proved to be an important determinant of 

organizational commitment, and this finding is largely supported by the results of previous studies and the 

theory stating that job satisfaction can contribute for better organizational commitment. 

These findings of this study underscore the important assumption that there is linkage between 

employee satisfaction and organizational commitment. In other words an increase of employee satisfaction 

could actually result in increased employee motivation and has the potential of making both the employee and 

employer equally committed to the company. Basically, employee satisfaction is related to benefits package, 

training and development, relationship with supervisor, working conditions, teamwork and cooperation, 

recognition and rewards, empowerment and communication. Whereas, organizational commitment of 

employees is a result of the sense of fulfillment that emanates from satisfaction variables such as, recognition 

and rewards, working conditions, teamwork and cooperation and relationship with supervisor.  Therefore, the 

findings of the current research could be used by managers of hotels in developing their staff training 

programme in order to create satisfied and committed workers.  

Managers should be mindful of employees' satisfaction variables such as: recognition and rewards, 

teamwork and cooperation, working conditions and relationship with supervisor. The training programmes 

should make the employees confident that the organization is sincere about the satisfaction variables such as 

mentioned in the preceding lines. However, a future extended study that evaluates a wider scope of employee 

satisfaction and commitment dimensions in the hotel industry should be conducted using a sample which 

includes supervisory employees as well in order to establish the various strength between the variables in this 

study amongst the different samples. This would enable them to come up with a comprehensive training 

programme which is uniform to all hotel staff irrespective of whether they are in operational or managerial level 

employees. 

Limitation and Suggestion for Future Research  

It is almost natural for any research to have certain limitations. The current study is not an exception.  

Thus the current research appears to have inevitable deficiencies which simultaneously show gaps and open up 

opportunities for future studies. The results may not thus be generalized because the data were collected only 

from lower level hotel employees, which might create the potential for common method bias. Hence, for the 

issue of generalizing, for future studies data should be collected from different sources including employees' 

supervisors or managers. The replication of this study in other institutions and regions of Ethiopia is also 

recommended. Tourism and hospitality industry still needs much more investigation on what factors do really 
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satisfy the employees of the sector which in turn would enhance their organizational commitment.  Therefore, 

other variables should be added into the research model and empirically tested to validate the authenticity and 

generalizability of the findings. 
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