Chapter One
Introduction
1.1 Background to the Study
The healthcare system is pivotal in societal well-being, and the commitment of healthcare
workers is of paramount importance!. Although other sectors, are also subjected to high pressure
to ensure sustainability and efficiency, the healthcare sector face more critic@gracteristics,
where the commitment of workers influence the functioning of the he@l%a elivery system
and the quality of patient care® ®. Healthcare workers, such as doct rses, pharmacists and
support staff, operate in environments that are inherently stre@ emanding and emotionally
charged" *. The nature of work, combined with extemal&%res such as resource constraints
and the ongoing global health challenges in the w%’b COVID-19 pandemic emphasizes the
importance of commitment among healthcare{@%?
Organisational commitment re-f& the emotional and psychological attachment an
individual has to their workplac Sﬁcgs attachment is characterized by a sense of loyalty,

identification with organisat alues, and active involvement in achieving its goals. As
highlighted by Meyer $dlen's Three-Component Model of Commitment, organisational
commitment en@&% affective, continuance, and normative dimensions, all of which
influence a oyee's dedication to their role and workplace. Employees who exhibit strong
organi?k{i%sl commitment tend to go beyond their prescribed job roles, contributing
supplementary effort toward achieving organisational objectives, thus enhancing overall
performance and reducing turnover rates®.

Affective commitment refers to the emotional attachment and identification that

employees feel toward their organisation. Healthcare workers with high affective commitment



often derive a sense of pride and fulfillment from their roles, particularly when they perceive
their work as meaningful and aligned with personal values’. For instance, the collectivist culture
like Nigeria, fosters a sense of purpose among healthcare workers, as they often view their roles
as serving their communities®. However, affective commitment is significantly influenced by the
psychological climate, including perceptions of fairness, resource availability, and leadership
support. When these factors are lacking—such as inadequate infrastructure, dela Qﬂa ies, and
poor recognition—healthcare workers may experience emotional deta&n}g, ultimately

reducing their commitment °. é
Continuance commitment involves an employee's recognitiod\of the costs associated with
gQinuance commitment may be

leaving the organisation. For healthcare workers in Nige@o

persistent shortage of healthcare workers globall

AN

some individuals to remain in their positions

shaped by economic realities and limited job opport n'uia%ithin the local healthcare sector. The

& the high cost of professional relocation,

especially to developed countries, may co
.

despite dissatisfaction '°. However, c&ﬁ%ﬂance commitment does not necessarily translate to job

satisfaction. For instance, heah@g&rorkers in rural areas may remain in their roles due to lack

of alternatives, but the a‘%& of a supportive work environment can lead to low morale and

burnout, adversel ‘a@g service delivery!!.
e €0

Norm mmitment is based on an employee’s sense of obligation to stay with their
organiiti/%%e to moral or ethical reasons. In the Nigerian healthcare system, normative
commitment may stem from cultural expectations, professional ethics, or loyalty to the
community. Many healthcare workers feel a strong moral duty to provide care, especially in

underprivileged areas where access to medical services is limited'?. Despite the challenging

conditions—such as resource constraints, exposure to infectious diseases, and security risks—



this sense of obligation drives many healthcare workers to remain steadfast in their roles.
However, excessive reliance on normative commitment without addressing systemic issues can
lead to resentment and reduced long-term commitment!>.

In the healthcare sector, organisational commitment is pivotal due to the critical nature of
its operations®. Healthcare workers are tasked with safeguarding patient lives and ensuring the
delivery of quality care. A lack of commitment among healthcare workers Q&m to dire
consequences, such as substandard patient care, increased medical errors, ang difffinished health
outcomes®. Empirical studies show that happiness and job satisfactiﬁcantly influence
commitment and performance. For instance, a previous study \% that positive emotional
states among healthcare workers improve organisational es by fostering resilience and
collaboration'*. However, despite the critical imp a@f commitment in healthcare, many
professionals report dissatisfaction and disco% rom their roles, a phenomenon driven by
various structural and psychosocial factors. \

.

The healthcare sector has @tienced a major global shift, including workforce
shortages'®. The COVID-19 pa@é significantly impacted the healthcare system worldwide!é
17, Healthcare workers B@%precedented challenges, including a heavy workload, increased
stress, and expos @:alth risks. Organisational commitment has become more paramount
because of th%a ors associated with the global health challenges!®. Beyond the necessity of
commjtm retain healthcare workers due to workforce shortages, there has also been a
noticeable shift in the values and expectations of different generations in the workforce'®. For
instance, the United State of America is facing a challenge of shortage of nurses because of
aging population and retirement of experienced nurses®’. It has been suggested that younger

healthcare workers often seek workplaces that prioritize work-life balance, professional



development, and a positive organisational culture. In the United Kingdom, younger healthcare
workers are suggested to face challenges related to work-life balance?!. Organisations that align
with these values are more likely to foster commitment?2.

Organisational commitment among healthcare workers in Africa is shaped by a
combination of unique cultural factors and common challenges faced by healthcare sectors
across the continent. Healthcare workers in Africa often face challenges, inc Q%esource
constraints, infectious disease burdens, and infrastructural limitations®* 24.{Th. orld Health
Organisation indicated that only 3% of healthcare professionals worl %re found in Africa,
despite the continent bearing 24% of the global disease qu%However, despite these

statistics, many African cultures have a strong sense of ¢ ty and collectivism. This may

influence a deep commitment to serve their corgu‘&s, and this sense of purpose may
positively influence organisational commitment. ’b

The Nigeria’s healthcare sector i %dened with issues ranging from government

.

insincerity and unwillingness to tran@ the sector to healthcare workers nonchalant attitudes
toward patients and brain ﬁ@%’ the best hands to foreign countries?®?’. The Nigerian
government’s attitude tovv@% healthcare sector has been marked by issues such as inadequate
budgetary alloca@@‘ayed payment of salaries, and insufficient attention to infrastructure
developmen‘@%or instance, the federal government allocated an average of only 5% of its
national l@ to health between 2014 and 2020, far below the 15% benchmark set by the 2001
Abuja Declaration ?°. This chronic underfunding affects the availability of essential resources
and hinders the sector's ability to retain skilled workers *°. Moreover, a doctor-to-patient ratio of
approximately 4:10,000 in Nigeria, compared to the World Health Organisation's

recommendation of 1:600, highlights the dire shortages in the healthcare workforce3!. Factors



including brain drain, inadequate training facilities, and challenging working conditions
exacerbate the shortage of healthcare workers.

According to the World Health Organisation, the shortages are a direct result of the
massive migration of healthcare employees to environments where their services are rewarded*?.
The migration of healthcare workers to better-paying and better-equipped foreign systems further
exacerbates this crisis. Nigerian healthcare professionals often seek greener Q% due to
insufficient remuneration, suboptimal working conditions, and limited access,to ftodern medical
technologies. The ripple effect is evident in the over one billion spent annually on
medical tourism, underscoring the healthcare sector's inability @ocal needs?. Culturally,
the collectivist orientation in many African societies foste@ge of duty and purpose among
healthcare workers. However, this intrinsic motivgonoften insufficient to counterbalance
systemic shortcomings. ’b

Workplace happiness refers to tl@ve emotional state and sense of fulfillment that

°
employees experience in their profes @ environment. It encompasses feelings of satisfaction,

engagement, and well-being® d&d from various aspects of work, such as job roles,

N\
relationships with colleﬁ%&lnd supervisors, organisational culture, and alignment with
personal values &@733’ 3 Workplace happiness involves the positive emotional state of
employees resplting from their work experiences, relationships with colleagues, and overall job
satisfacti@Norkplace happiness is not merely the absence of stress or dissatisfaction; it
involves a proactive sense of contentment and motivation that drives employees to perform
optimally and contribute meaningfully to organisational success. Factors influencing workplace

happiness include fair compensation, opportunities for growth, supportive leadership, work-life

balance, and recognition for contributions*® 37,



Workplace happiness is paramount among workers in the healthcare sector. For instance,
there is more evidence on healthcare professionals’ experiences of higher levels of distress,
burnout syndrome, depressive symptoms, and suicidal ideations more than among other
professionals in other sectors*®. Employers attempt to keep employees happy in order to enhance
good relationship among employees and employment remunerations and to retain competent and
productive. The happiness of employees has a positive impact on mindset; pe %timally

which help employers to achieve sale, production and sale target. Organisatiena mmitment is

intricately linked to the psychological climate within healthcare organ@g.

Psychological climate refers to the collective percep employees hold about their
work environment, encompassing factors such as lead &styles, communication patterns,

fairness, and organisational culture. In healthcare, t%&mate holds particular significance due

to the emotionally and physically demand@re of the work and its direct impact on

employee well-being and patient outcb\(E;s A positive psychological climate fosters trust,

motivation, and commitment, whi@{?egative climate can lead to stress, dissatisfaction, and

N

disengagement*®. The psy h@ical climate in Nigerian healthcare settings is influenced by a
c;h

myriad of challenges, i

)

Security threats,‘suc\s as”the kidnapping and killing of healthcare workers in conflict-prone

ng security issues, economic instability, and social comparisons.

regions, crq@ pervasive sense of fear and vulnerability, diminishing job satisfaction and
comml\q%l’ 42, Insecurity Insight identified 2109 of violence against or obstruction of health
care in 53 countries and territories between 01 January and 30 September 2024*. In Africa,

about 480 health workers were killed in 202343,

The kidnapping epidemic in Nigeria is compounding the country’s fragile healthcare

system, already strained by resource shortages and health worker emigration. Since 2019, over
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100 health workers have been abducted, with alarming cases like that of Dr Ganiyat Popoola,
who has been held captive for over eight months despite her family and professional
associations’ efforts**. Data from the Safeguarding Health in Conflict Coalition reveals that
between 2019 and 2023, 109 health workers were kidnapped and 17 killed, with incidents
involving doctors, nurses, and other professionals*’. Kidnappings occurred during road ambushes,
home invasions, and while workers were at hospitals or travelling. Violence Qd 2021,
with 30 health workers kidnapped and four killed, often accompanied b tlgestruction of
health facilities and looting of supplies, particularly in northern stat&@e aduna and Borno.

Although 2023 saw a decline in reported kidnappings to 19 a &recorded killings, violence

persists, with incidents spreading to previously unaffected @ e Nasarawa and Osun*’.

Q

Similarly, economic issues, such as inﬂati@ inadequate remuneration, exacerbate
feelings of unfairness and stress among he{@ ¢ professionals, as they struggle to meet
personal and professional needs®. Socia\ ence further compounds these issues, as Nigerian
healthcare workers often compa@‘(hc?lr working conditions and compensation with their
counterparts in countries li Q.&§nited Kingdom, where healthcare professionals receive better
pay, resources, and sup $ This disparity amplifies feelings of dissatisfaction and contributes

[ ]
to the ongoing @a n often face resource constraints, infrastructural decay, and limited

support sys

Q

Fairness is a critical element of the psychological climate and significantly affects
healthcare workers' perceptions of their work environment*”-*¥. The absence of equitable policies,
such as fair distribution of resources, transparent promotion processes, and competitive
compensation, often leads to perceptions of injustice, which undermine commitment and

productivity®. In Nigeria, government policies have historically failed to adequately address the
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healthcare sector's needs. Chronic underfunding, delayed salary payments, and insufficient
infrastructural development have created an environment where healthcare workers feel
undervalued and unsupported. For instance, between 2014 and 2020, the federal government
allocated an average of only 5% of its national budget to health, far below the 15%
recommended by the 2001 Abuja Declaration®. These systemic inadequacies not only, hinder the
delivery of quality healthcare but also erode workers’ confidence in the s Q and their
willingness to remain committed>!. bé

S

Health workers, essential to the nation’s well-being, a@ving the country in droves in

1.2 Statement of the Problem

search of greener pastures causing challenges within 6$althcare system®?. These threats
contribute to a precarious work environment that@’b—mines organisational commitment—a
vital element for the efficient functionin@%althcare institutions. Low organisational
commitment among healthcare worka@igeria has emerged as a pressing concern, with
significant implications for service%{c\?ry and patient care.

Health workers fre(@dy experience burnout and dissatisfaction due to systemic
inefficiencies, resource Qages, and overwhelming workloads. These challenges lead to

.

frustration and c%/c%e t, causing many to explore career opportunities abroad or in other
industries, t}ﬁé}r fuelling the "brain drain" phenomenon®. This exodus not only worsens the
workfo\&ﬁortage but also diminishes the morale of the remaining employees, perpetuating a
vicious cycle of low commitment and high turnover. Organisational commitment, which

encompasses employees' loyalty, emotional attachment, and identification with their workplace,

is essential for maintaining the quality of healthcare services. However, the inability to retain a



committed workforce jeopardizes the efficiency of healthcare institutions, as highlighted in
previous studies>* 33,

The challenges facing healthcare workers in Nigeria are compounded by poor working
conditions, inadequate remuneration, limited opportunities for career growth, and insufficient
resources. These factors collectively undermine the willingness of employees to remain loyal and
dedicated to their organisations!> 3¢ 36, Despite the recognized importance o Q&saﬁonal
commitment in ensuring stable healthcare services, targeted strategies to| addt€ss this issue
remain limited. Moreover, while existing literature emphasizes the pt@a hallenges faced by
health workers, there has been insufficient exploration of t %Qlogical and emotional
dimensions that influence commitment, particularly in the ]@1 context.

Emerging research suggests the crucial rol c}@kplace happiness and psychological

climate in fostering organisational commitlgen. vious studies have shown that positive

"N

psychological environments promote er@ attachment, loyalty, and reduced turnover
intentions among employees®” 8. H @er,

hese studies primarily focused on academic staff

and university employees, lea\'w@@ gap in understanding the dynamics of these factors in

healthcare settings. An %qurther identified that perceived inequities in promotions and

workload distrib& atively impact organisational commitment, emphasizing the need for
lace pol

fairness in wo@

D@ these insights, limited attention has been paid to how workplace happiness and

icies™’.

psychological climate affect organisational commitment among healthcare workers in Nigeria.
The psychological and emotional challenges, compounded by insecurity, including kidnappings
and violence, and economic pressures like inflation, further complicate the work environment for

Nigerian healthcare professionals. These factors have yet to be comprehensively studied in



relation to their impact on organisational commitment and workplace happiness. This study
seeks to fill these gaps by investigating how workplace happiness and psychological climate

influence organisational commitment among healthcare workers in Nigeria.

1.3  Aim and Objectives of the Study
The primary objective of this research was to explore the potential b&ence of
workplace happiness and psychological climate and organisational co nt among
healthcare workers. The study aimed to determine whether happine(&a ork and work
environment play a role in employee commitment to the workplace Q
The specific objectives were as follow: 0
i.  To determine if workplace happiness will inﬂue&&anisational commitment among
healthcare workers in Ibadan metropolis. 6%
ii.  To explore the influence of psycholog@’gnate on organisational commitment among
healthcare workers in Ibadan metrc&

iii.  To examine gender differenc@q grganisational commitment among healthcare workers in
L]

the Ibadan metropolig \
iv. To investigate eth€r there will be an interaction of workplace happiness and
[ ]
psychologi@ma e on organisational commitment among healthcare workers in the
Ibada polis.
v. 'R\gﬁlore the variation in commitment to the workplace across professions in the

healthcare system in Ibadan metropolis.
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1.4

Research Questions

The following questions were addressed in this study:

1.

ii.

iii.

1v.

1.5

ii.

iii.

1v.

How does workplace happiness influence organisational commitment among healthcare
workers in Ibadan metropolis? Q\

How does psychological climate influence organisational commitme@@g healthcare
workers in Ibadan metropolis? é

How will gender influence organisational commitment amon@hcare workers in Ibadan
metropolis? QQ

What is the interaction influence of workplace@ness and psychological climate on
organisational commitment among healthca ers in the Ibadan metropolis?

What differences will professions pl \\ugorganisational commitment among healthcare

workers in the Ibadan metropolisé;\\'
3
N

o

Participants, &report higher Workplace Happiness will express higher Affective

Hypotheses

Organi at&}Commitment than those who report lower Workplace Happiness.
Pa@ants who report higher Workplace Happiness will express higher Continuance
Manisational Commitment than those who report lower Workplace Happiness.
Participants who report higher Workplace Happiness will express higher Normative
Organisational Commitment than those who report lower Workplace Happiness.
Participants who report higher Workplace Happiness will express higher Organisational

Commitment than those who report lower Workplace Happiness.
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v.  Participants with a more positive perception of the Psychological Climate will exhibit
greater Affective Commitment compared to those with a less favourable perception
vi.  Participants with a more positive perception of Psychological Climate will exhibit greater
Continuance Commitment compared to those with a less favourable perception
vii.  Participants with a more positive perception of Psychological Climate will exh'&t greater
Normative Commitment compared to those with a less favourable percepti
viii.  Participants with a more positive perception of Psychological Climatewill*€xhibit greater
Organisational Commitment compared to those with a less faw@@perception
ix.  There will be gender differences in organisational commi among health workers.
x.  Workplace Happiness and Psychological Climate@ intly influence organisational
commitment among health workers. er

xi.  There will be a significance differencg in mitment among different professionals of

Healthcare Workers. \

1.6 Significance of the Study é

This study holds profou@rical, practical, and policy significance, particularly within the
context of Nigeria%s@‘hcare system, which faces challenges such as insecurity, brain drain,
and declinin eg!pfoyee commitment. By examining the relationship among workplace
happinessgrahological climate, and organisational commitment, the research aims to uncover
critical factors influencing healthcare workers' dedication to their organisations. Organisational
commitment is a cornerstone of effective healthcare delivery, influencing patient care, staff
retention, and overall system efficiency. Improving organisational commitment has the potential
to enhance patient outcomes, reduce medical errors, and increase satisfaction among both

healthcare providers and recipients.
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The relevance of this study lies in its contribution to understanding the psychosocial
factors that impact organisational commitment. By focusing on workplace happiness and
psychological climate, this research fills a gap in the existing literature, offering a nuanced
perspective on how positive workplace experiences influence health workers' loyalty and
engagement. These findings will expand theoretical frameworks in industrial and organisational
psychology, particularly within the context of developing nations where insecu@esource

constraints are significant concerns. <

¢\

This study has substantial implications for designing _s Q&s to strengthen the
healthcare workforce. The insights gained can inform the deve@en‘[ of targeted policies aimed
at enhancing workplace happiness and fostering Qgportive psychological climate.
Policymakers can utilize these findings to improve \@g conditions, ensure fair remuneration,
and establish robust safety measures to addv@(bpressing security challenges faced by health
workers, such as kidnappings and wb@gce threats. For instance, integrating workplace

happiness programs and regula@@ hological support into health sector reforms can

significantly improve wo%@wale and commitment.

Addltlonallys\@study revealed the importance of policy interventions to enhance
security for h% e workers, who are often vulnerable due to the high-risk environments in
which th %erate. Implementing security measures such as safe housing, transportation
serv1ce\£1d protective protocols for healthcare staff can reduce fears of abductions and violence,
fostering a greater sense of safety and commitment. Furthermore, the study's findings can
support the development of organisational policies that prioritize employees' psychological well-

being, ensuring they feel valued and protected. In addition to its practical relevance, this study

will contribute to the existing literature on organisational commitment by focusing on internal

13



psychological processes, providing a unique perspective beyond variables like burnout and

leadership style.
1.7 Scope of the Study

This study investigated the effect of workplace happiness and psychological climate on
organisational commitment among healthcare workers in Oyo State, Nigeria. MoQ%siﬁcally,
the study examined how the three dimensions of workplace happiness—fen ment, work
satisfaction, and affective organisational commitment—as well as ps Xgical climate factors
such as role clarity, supportive management, contribution and re@ion, and self-expression
and challenge—will influence organisational commitment e, continuance, and normative

commitment) of healthcare workers in Oyo State, Nige;'gQ

The study was restricted to healthca rs working in federal and state hospitals in
Ibadan metropolis, Oyo State, Nigeria, b%hcare workers who comprised the sample for this
study include doctors, nurses, pha@gats, administrators, and technicians. The justification to

use these categories of healt *vorkers was that the issues under investigation are prevalent

established healtl<ca?’\%'ys

among them®’. The ch@onducting this research in Ibadan, Oyo State was because it has an

m and offers an appropriate geographical setting to conduct this study.

1.8 O@onal Definition of Terms

Y

Organisational Commitment: This refers to the degree of an individual’s emotional connection,
identification, and involvement with a specific organisation. It is the extent to which an
employee is viewed as having a strong emotional bond, identifying closely with the organisation,

and is willing to contribute to the goals and objectives of the organisation. Organisational

14



commitment in this study will be determined using the Organisational Commitment (OC) scale
developed by Meyer and Allen (1997) based on three dimensions including affective,
continuance and normative®!. It will be determined from participants’ score on all dimensions of
the OC scale consisting of 24 items that are rated on a 7-point Likert-type scale ranging from
strongly disagree (1) to strongly agree (7), with higher scores indicating higl&level of

S

Affective Commitment: This refers to the emotional attachment ao%n yee has to the

commitment to the organisation.

organisation. Employees with high affective commitment genuine gbout the organisation
and feel a sense of belonging. It will be determined fron@ﬁmpan‘[s’ score on affective
dimension of the OC scale consisting of 8 items that are rat€d on a 7-point Likert-type scale
ranging from strongly disagree (1) to strongly agr% , with higher scores indicating higher

level of affective commitment to the organisa?&@b

Continuance Commitment: This refe@employee’s perception of the costs associated with
leaving the organisation. It invo%g’calculation of the investment an employee has made in the
organisation and the pota@ses they would incur if they were to leave. It will be determined
from participants’ s@n continuance dimension of the OC scale consisting of 8 items that are
rated on a 7-p& ikert-type scale ranging from strongly disagree (1) to strongly agree (7), with

higher sc@dicaﬁng higher level of continuance commitment to the organisation.

Normative Commitment: This refers to an employee’s sense of obligation to remain with the
organisation. It is influenced by a belief in the moral or ethical duty to stay, often because the
organisation has invested in the employee’s development. It will be determined from

participants’ score on normative dimension of the OC scale consisting of 8 items that are rated
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on a 7-point Likert-type scale ranging from strongly disagree (1) to strongly agree (7), with

higher scores indicating higher level of normative commitment to the organisation.

Workplace Happiness: This refers to the subjective and positive emotional state experienced
by employees within their work environment. It encompasses feelings of contentment, joy, and
satisfaction arising from various factors such as a supportive workplace cultu.@positive
relationships with colleagues, meaningful tasks, and overall job fulﬁlmenQchis study,
workplace happiness will be determined from participants’ scores on thﬂ%g ment and work
satisfaction dimension on the Shortened Happiness at Work (S ale consisting of six
items rated on a 5-point Likert scale ranging from strongly ee (1) to strongly agree (5),

with higher scores indicating higher happiness at work®?. Q
Psychological Climate: This refers to the shared%§gons and attitudes of individuals within
a workplace, reflecting the overall psy§$l environment. It involves the employees’
collective understanding and interpr%;%ﬁ of the organisational culture, leadership styles,
communication patterns, and @)revailing emotional tone within the work setting.
Psychological climate i@udy will be determined from participants’ scores on the six
dimensions (support@anagement, role clarity, contribution, recognition, self-expression and
challenge) of egsfchological Climate Scale (PCS) consisting of 21 items rated on a 7-point
Likert-ty@le ranging from disagree strongly (1) to agree strongly (7), with higher scores

indicam higher psychological climate®’.

Healthcare workers: This refers to the people saddled with the responsibility of protecting and

improving the health of the communities. There are different professionals operating in
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healthcare environments. In this study, it means doctors, nurses, pharmacists, technicians and

administrative staff.

Endnotes

'D,, Fan, L., Cui, M\M., Zhang, C.J., Zhu, C.E., Hirtel, & C., Nyland. Influence of High
Performance Work Systems on Employee Subjective Well-Being and Job Burnou%pirical

evidence from the Chinese healthcare sector. The International Journal of Hu source
Management, 25(7), 2014, pp.931-950.

2 S., Dalibor, & B. R., Pribakovic. Management of health care WO%QJ ;!anagement

Journal of Contemporary Management Issues, 28, 2023, pp.29-43.

3 W.P.,, Neumann, & N., Purdy. The better work, better care ork: 7 strategies for
sustainable healthcare system process improvement. Health Systemsy, 12(4), 2023, 429-445.

4 V., Monrouxe, E., Lynn & C., Rees. Healthcare Profess@lsm: Improving Practice through
Reflections on Workplace Dilemmas. John Wiley & Songs20

on Organisational Commitment and
Evidence from Public Hospitals. BMC

> A., Berberoglu. Impact of Organisational
Perceived Organisational Performance: E,
Health Services Research, 18(1), 2018, pp 1-

¢ J. P., Meyer, D. J., Stanley, L., H & L., Topolnytsky. Affective, continuance, and
normatlve commitment to the or atzon A meta analysis of antecedents, correlates, and
consequences. Journal of Vo Behavior, 61(1), 2002, pp. 20-52.

7 Al Otaibi, S. M., Ami %mterton J,Bolt, E.E. T., & Cafferkey, K. (2023). The role of
empowering leadersh psychologlcal empowerment on nurses’ work engagement and
affective commitme ﬁ%matlonal Journal of Organisational Analysis, 31(6), 2536-2560.

8 C. Obi. Th ro@cultural values in employee engagement in Nigeria's healthcare sector.
African Joure@of Organisational Psychology, 8(2), 2020, 67-81.

nd J. Ede. Leadership and psychological climate in the workplace: Implications for
healthca professionals in Africa. Global Healthcare Review, 14(1), 2021, 101-112.
10 B. Abelsen, R. Strasser, D. Heaney, P. Berggren, S. Sigurdsson, H. Brandstorp, ... and P.
Nicoll. Plan, recruit, retain: a framework for local healthcare organisations to achieve a stable

remote rural workforce. Human Resources for Health, 18, 2020, 1-10.

''T. Adebola, F. Ojo, and P. Akinola. Workforce dynamics in rural healthcare: Challenges and
opportunities. Journal of African Healthcare Systems, 12(3), 2019, 45-58.

17



2.0. N. Nwankwo, C. I. Ugwu, G. I. Nwankwo, M. A. Akpoke, C. Anyigor, U. Obi-
Nwankwo, ... and N. Spicer. 4 qualitative inquiry of rural-urban inequalities in the distribution
and retention of healthcare workers in southern Nigeria. PLOS ONE, 17(3), 2022, ¢0266159.

13°0. Udenigwe, F. E. Okonofua, L. F. Ntoimo, and S. Yaya. Exploring underutilization of
skilled maternal healthcare in rural Edo, Nigeria: A qualitative study. PLOS ONE, 17(8), 2022,
€0272523.

14T. Ebeye, H. Lee, and A. Sriharan. Physician-suggested innovative methods for lw%z system
resilience amidst workforce emigration and sociopolitical unrest in Nigeria: rvey-based
study. Annals of Global Health, 89(1), 2023.

15 'World Health Organisation. The World Health Report 2020: Health w@gﬁor health, 2020.

16 M., Kapoor, K.N., Kaur, S., Shazina, S., Mohd, & C., Amri act of COVID-19 on
healthcare system in India: A systematic review. Journal of PL@ alth Research, 12, 2023.

177., Ahmad, & M., Al. Advancing towards a worldwide healthcare system in the post-COVID-
19 era: benefits and barriers to international collabor; ﬁ@»in healthcare. Journal of Medical
Economics, 26(1), 2023, 679-681. %

18 C., Rathert, E. S., Williams, & E. R. Lawr@ieating a culture of support: A mixed-method
study of wellness programs in hospital set%& ealth Care Management Review, 43(3), 2018,

pp. 260-269. C.;\\'

¥Y., Wu, I, Wang, C., Luo, S., ., Lin, A. E., Anderson, & J. Du. A4 comparison of burnout

frequency among oncology jans and nurses working on the frontline and usual wards
during the COVID-19 ep@ Wuhan, China. Journal of Pain and Symptom Management,
60(1), 2020, pp. e60-¢63.

20Pp 1, Buerhau@l., Auerbach, & D. O. Staiger. Older Clinicians and the Surge in Novel
Coronavirus Disease 2019 (COVID-19). JAMA, 324(18), 2020, pp. 1829-1830.

2F, Rﬁ%é L., Chakravorty. Millennials - The Missing Piece in the NHS Workforce Puzzle?.
SushrutaJournal of Health Policy & Opinion, 13(1), 2020 pp. 21-25.

22 H., Ongori. A review of the literature on employee turnover. African Journal of Business
Management, 1(3), 2007, pp. 49-54.

23 C., Mafini, & N., Dlodlo. The linkage between work-related factors, employee satisfaction and
organisational commitment: Insights from public health professionals. SA Journal of Human
Resource Management/SA Tydskrif vir Menslikehulpbronbestuur, 12(1), 2014, pp 616 - 628.

18



24 V. S., Ruzungunde, C., Murugan, & C. K., Hlatywayo. The Influence of Job Stress on The
Components Of Organisational Commitment Of Health Care Personnel In The Eastern Cape

Province South Africa. International Business & Economics Research Journal (IBER), 15(5),
2016, pp. 219-226.

25 World Health Organisation. The World Health Report 2006: Working Together for Health.
ISBN 92 4 156317 6 (NLM classification: WA 530.1) 2006;8 \

26 L., Lawal, A.O., Lawal, O.P. Amosu, A.O., Muhammad-Olodo, N. At@heed,... &
Tonderai Murwira. The COVID-19 pandemic and health workforce brain drc<m igeria. Int J
Equity Health 21, 174, 2022. &

27°0., Osigbesan. Medical Brain Drain and its Effect on the Nigeri thcare Sector. Walden
Dissertations and Doctoral Studies. 10828, 2021. Q

2 M.E., Akokuwebe & E.S., Idemudia. Fraud within the Ni n health system, a double threat
for resilience of a health system and the response to t OVID-19 pandemic: a review. Pan
African Medical Journal. 2023;45:116. Sb.

2 Y.A., Adebisi, J.O., Umah,... & O.C., Ola@%@sessment of Health Budgetary Allocation and
Expenditure Toward Achieving Universal % Coverage in Nigeria. Int J Health Life Sci, (In

Press). 2020, 6. RN
N

30 Onah, C. K., Azuogu, B. N., O \Z ., Akpa, C. O., Okeke, K. C., Okpunwa, A. O., Bello,
H. M., & Ugwu, G. O. Phy, emigration from Nigeria and the associated factors: The
implications to safeguardi ‘@\ igeria health system. Human Resources for Health, 20, 2022

31A. 0. Adeoye. *gg the associated medical, legal, and social issues in medical tourism
and its implications igeria. Pan Afr Med J. 2023.

2 AT, , & M. Mohammadnezhad. 4 systematic review study on the factors affecting
shortage of pursing workforce in the hospitals. Nursing Open, 10(3), 2023, pp. 1247-1257.

3 A. Kun, and P. Gadanecz. Workplace happiness, well-being and their relationship with
psychological capital: A study of Hungarian Teachers. Current Psychology, 41(1), 2022, 185-
199.

3 S. Javanmardnejad, R. Bandari, M. Heravi-Karimooi, N. Rejeh, H. Sharif Nia, and A.

Montazeri. Happiness, quality of working life, and job satisfaction among nurses working in
emergency departments in Iran. Health and Quality of Life Outcomes, 19, 2021, 1-8.

19



35 M., Algarni, & M., Alemeri. The Role of Employee Engagement, Job Satisfaction and
Organisational Commitment on Happiness at Work at a Saudi Organisation. International
journal of Business and Management, 2023

36 0. E. Akinwale, S. K. Edegwa, and A. B. Ofuani. Individual and organisational determinants
of work-life balance and quality of work-life (Qwl) among nurses and pharmacists in
government hospital. African Journal of Economics and Business Research, 3(2), 2024.

37°S. C. Ekpechi, and A. Igwe. Influence of work-life balance on employee p ance in
commercial banks in Enugu state. American Interdisciplinary Journal siness and
Economics (AIJBE), 10(4), 2023, 14-33. <

38 IM., Saadeh, & T.S., Suifan. Job stress and organisational ent in hospitals: The

mediating role of perceived organisational support. International\Journal of Organisational
Analysis, 28(1), 2020, pp. 226-242. 6

39 A., Berberoglu. Impact of organisational climate on o isational commitment and perceived
organisational performance: empirical evidence fr lic hospitals. BMC Health Serv Res
18, 399, 2018, pp.1-9.

40°S. Singh, and R. Tiwari. Unveiling the Nexl\gxychological Climate, Employee Engagement,
and Organisational Commitment in Banki;ﬁ] rnal of Informatics Education and Research,

4(2), 2024.
(2) c.;\\'

41'A. O. Banwo, U. Onokala, and é&[omoh. Organisational climate—institutional environment
nexus: why context matters. Jo of Global Entrepreneurship Research, 12(1), 2022, 357-

369. Q

42.0. T. Osigbesan. dical brain drain and its effect on the Nigerian Healthcare Sector
den University), 2021.

(Doctoral dissert@,
43 Insecurity Ipdight. 2024. Attacks on Health Care Bi-Monthly News Brief, 02-15 October 2024.
Switzerlan curity Insight. bit.ly/02-150ct2024GlobalHealth

4 Punc 1dnappers threaten health services as 109 workers abducted in five years — Report,
Available online: https://punchng.com/kidnappers-threaten-health-services-as-109-workers-
abducted-in-five-years-report/

4 C. K. Onah, B. N. Azuogu, C. N. Ochie, C. O. Akpa, K. C. Okeke, A. O. Okpunwa, et al.
Physician emigration from Nigeria and the associated factors: the implications to safeguarding
the Nigeria health system. Human Resources for Health, 20(1), 2022, 85.

20


https://punchng.com/kidnappers-threaten-health-services-as-109-workers-abducted-in-five-years-report/
https://punchng.com/kidnappers-threaten-health-services-as-109-workers-abducted-in-five-years-report/

4 M. Ballard, C. Westgate, R. Alban, N. Choudhury, R. Adamjee, R. Schwarz, et al.
Compensation models for community health workers: comparison of legal frameworks across
five countries. Journal of Global Health, 11, 2021.

47 M. Faramarzpour, J. Farokhzadian, B. Tirgari, P. M. Shahrbabaki, F. Borhani, and F. Rafati.
Nurses’ perceptions of hospital ethical climate and their job satisfaction. Ethics, Medicine and
Public Health, 18, 2021, 100664.

4 M. I. Rasheed, W. N. Jamad, A. H. Pitafi, and S. M. J. Igbal. Perceived compensatioh fairness,
job design, and employee motivation: The mediating role of working environments\South Asian
Journal of Management, 14(2), 2020, 229-246.

4 E. N. Chidi, C. P. Ukorah, C. N. Ifeoma, and P. U. Ifeoma. Social injifstice™and the Threat of
Insurgency in Nigeria: An Evaluation. International Journal (0f\ Secial Science and
Management Studies, 2(4), 2023.

S0Y. A. Adebisi, J. O. Umah, O. C. Olaoye, A. J. Alaran, A. Busayo Sina-Odunsi, and D. Eliseo
Lucero-Prisno II1. Assessment of health budgetary allocati@n atd expenditure toward achieving

universal health coverage in Nigeria. International Journal‘ef Health and Life Sciences, 6(2),
2020.

1 0. Owoye, and O. A. Onafowora. GovernméptHealth Care Financing and Health Care
Outcomes in Africa. Journal of Management Policy & Practice, 24(4), 2023.

52 B. Akinyemi, B. George, and A. Ogundeéle. Relationship between job satisfaction, pay,
affective commitment and turnover intentign among registered nurses in Nigeria. Global
Journal of Health Science, 14(2), 2022,.37.

33 N. O. Orunbon, R. O. Lawal,\M# M. Isaac-Philips, and R. 1. Salaudeen. Toxic leadership,
teachers’ job satisfaction angé\oxganisational commitment in Lagos state tertiary institutions,
Nigeria. Journal of Edueatighal Sciences, 6(1), 2022, 66-78.

4 S. Ahmed, N. He A Manaf, and R. Islam. Assessing top management commitment, workforce
management, and qwalify performance of Malaysian hospitals. International Journal of
Healthcare Manag€ment, 14(1), 2021, 236-244.

5 G. An@ary“and N. N. Abdullah. The impact of human resource management practice on
organisational performance. International Journal of Engineering, Business and
Management (IJEBM), 5, 2021.

6 N. Bolan, K. D. Cowgill, K. Walker, L. Kak, T. Shaver, S. Moxon, and O. Lincetto. Human
resources for health-related challenges to ensuring quality newborn care in low-and middle-

income countries: A scoping review. Global Health: Science and Practice, 9(1), 2021, 160-176.

7' S. Naz, C. Li, Q. A. Nisar, M. A. S. Khan, N. Ahmad, and F. Anwar. 4 study in the
relationship between supportive work environment and employee retention: Role of

21



organisational commitment and person—organisation fit as mediators. SAGE Open, 10(2), 2020,
2158244020924694.

8 B. Ogunbanjo, S. O. Awonusi, and 1. Olaniyi. Correlations between work environment,
affective, normative, and continuance commitments of library personnel in public university
libraries in South-West Nigeria. Library Philosophy & Practice, 2022.

3 S. M. O. Nwokeocha. Academic staff working conditions, organisational commitment and
performance of Nigerian universities. Doctoral Dissertation, Anglia Ruskin Research Online

(ARRO), 2023.
Q\

0 The Cable. Brain drain: Over 600 health workers resigned in less th nQ years, says
UCH CMD, 2022.

61 J.-W. Ko, J. L. Price, and C. W. Mueller. Assessment of Meyer en's three-component
model of organisational commitment in South Korea. Journal o ed Psychology, 82(6),

1997, 961-973. 0
N

2 A. Salas-Vallina, and J. Alegre. Short Happiness at Work Scale (SHAW) [Database record].
APA PsycTests, 2021.

N\
63'S. P. Brown, and T. W. Leigh. 4 New Look at P ogical Climate and Its Relationship to
Job Involvement, Effort and Performance. Jour pplied Psychology, 81, 1996, 358-368.

22



Chapter Two
Literature Review

2.1 Conceptual Review

2.1.1 Workplace Happiness Q\

O

Happiness is a significant factor for most individuals and a highl&e&cyed goal across
diverse societies!'. It is recognized as a fundamental component of emotions and appears
as joy in various basic emotion typologies. Within the range 0@@ experience, happiness is a
ubiquitous condition, with most people experiencing some@ee of happiness for a significant
portion of their lives'> 2. Happiness has been a su@interest since ancient times, and its
systematic exploration in psychological resea@emerged more prominently in recent years,
particularly with the introduction of p.o%psychologyz. Happiness, according to the ancient
Greek philosopher Aristotle (384—3{%@, is the ultimate motivator behind decisions and
behaviours made by people3. T nited Nations (UN) has acknowledged the pursuit of pleasure
as an essential human @tlve, echoing this idea. The presidents of the 193 UN General
Assembly mem@%&e adopted a historic resolution (A/Res/66/281) on July 12, 2012,
designating @1 20th as the International Day of Happiness*. This change represents a move
away orahe traditional disease model, which mainly concentrates on negative experiences like
illness, depression, and stress and instead emphasizes the study of positive states such as

happiness®.

Researchers have offered varied definitions of happiness, reflecting divergent

conceptualizations. The primary distinction lies between hedonic and eudaimonic views®.
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Hedonic perspectives portray happiness as pleasant feelings and favourable judgments, while
eudaimonic perspectives encompass virtuous actions, moral integrity, authenticity,
meaningfulness, and personal growth®’. The eudaimonic view of well-being emphasizes self-
validation, self-actualization, and the pursuit of virtuous actions and meaningful goals.
According to this perspective, a fulfilling life involves moral integrity, personal growth, and the
utilization and development of one’s skills and talents, irrespective of mome Q etotional
states. It is widely believed that persistent happiness —the pursuit of only ple@g experiences
— is unsustainable in the absence of eudaimonic well-being®. Despi@&e:ommon distinction
between hedonic and eudaimonic well-being, empirical re rc%ften finds a significant
S

correlation between the two constructs, prompting scholar tion the utility of maintaining

a strict dichotomy’#, 2 er

Subjective well-being is an essenti@&pt in the study of happiness. It typically
involves two interrelated parts: judgmm@fe satisfaction and affect balance. Judgment of life
satisfaction consists of overall life Q‘&cgction and domain-specific life satisfaction, while affect
balance is defined as a hi e.@mportion of positive than negative feelings. Research on affect,
mood, and emotions canstafitly identifies the hedonic view as crucial in describing people’s
emotional experi@;}}‘l this sense, “happy” is a defining anchor at the positive end of the

pleasantnes rum inside the conventional affect circumplex model®.

Q
}ﬁapiness is not frequently used in academic discourse on employee experiences within
organisations. Researchers have long been interested in related constructs that overlap
considerably with the broader concept of happiness®. Job satisfaction, for instance, is the most
noticeable construct in organisational research, serving as both an independent and dependent

variable. Several new constructs reflecting various forms of happiness or positive affective
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experiences in the workplace have emerged in recent years'®!!

. These constructs typically
encompass positive attitudes or experiences, such as positive feelings, moods, emotions, and
flow states. The perceived degree of presence, stability across time, and precise content of
happiness-related categories in organisational study vary noticeably. Happiness, in essence,
entails the experience of positive emotions while concurrently perceiving one’s life as

meaningful and worthwhile. However, historically, research on the mental hea héalthcare

professionals has been more concerned with psychopathology than with fpositiVe aspects of

mental health!?,!3. é

Happiness is the foundation of positive affect, wh includes experiencing happy
emotions and believing that one’s life is morally uprig%&ﬁcant, and valuable. Workplace
happiness is a crucial part of organisational succes ndividual fulfillment'®. It is defined as
the overall positive emotional state that e experience in their work environment!4,
Workplace happiness encompasses Var@ctors that contribute to employees’ contentment,
motivation, and engagement at v@fw It involves feelings of fulfillment, engagement, and
motivation derived from me ; ul work, supportive relationships, and a positive organisational

bﬁes beyond mere job satisfaction and includes a sense of purpose,

culture. Happiness at %
accomplishment,< arSk\v'v lI-being in one’s professional life. According to the 2017 World

Happiness (WHR), happiness in the workplace correlates with increased productivity and
consisﬁ&.

Work constitutes a significant aspect of happiness, as individuals spend a considerable
portion of their waking hours engaged in work-related activities. It provides not only income but
also identity and fulfillment!®. The strength of this conceptualization lies in several factors that

influence workplace happiness. A fundamental principle of workplace happiness is the concept
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of meaningful work!”. Meaningful work involves personally fulfilling work that aligns with

one’s values and passions and contributes to a sense of purpose and significance, leading to a

feeling of engagement, motivation, and satisfaction'”. When employees perceive their work as

meaningful and aligned with their values, interests, and skills, they are more likely to experience

a heightened sense of satisfaction and engagement. Another aspect of workplace happiness is
X

K

a sense of

positive relationships within the workplace ecosystem!'. This aspect invo portive

relationships with colleagues, managers, and organisational leaders, culfivat
camaraderie, trust, and belonging and thereby enhancing overall v@e' g. Autonomy and
empowerment are other factors of workplace happiness!®. Aut o$fers to the state of being
self-governing or having control over one’s own life. It ir@ making choices and acting on
them without external influence or coercion. De 's'ya king process autonomy empowers
employees to exercise control over their work, ft g a sense of competence and satisfaction.
Recognition and appreciation for employee %ntributions further reinforce their sense of value
.
and intrinsic motivation, fueling hq&ﬁis\ss at work?. Organisations that prioritize employee
well-being by promoting W(H&balance, fostering a positive organisational culture, and

offering opportunities fo@l and development create conducive environments for happiness
to thrive?!. :‘@

Happi at work is a profoundly personal and individual experience, arising when
Varioug\s%:ts of work align harmoniously??. Research suggests that focusing on human capital
and fostering a sense of meaning and contribution in the workplace are essential for promoting
happiness among employees'®. Happiness can be understood through two distinct dimensions:
affective and cognitive. The affective aspect pertains to emotions, while the cognitive component

relates to characteristics such as morality, self-truthfulness, meaning, and personal growth?3.
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Employers often prioritize the happiness of their employees to foster positive relationships
among team members, improve job satisfaction, and retain skilled and productive staff. Research
indicates that employee happiness correlates positively with mindset, leading to optimal
performance and increased productivity, ultimately aiding organisations in achieving their sales

R

conducive

and production targets?.

Positive emotions, such as joy and thankfulness, are crucial in pro
work environment. These emotions often arise from interactions amg‘ietﬁﬂoyees and can
motivate individuals to make healthier decisions, indirectly contributi overall well-being?.
Studies have even demonstrated that experiencing positive en@w can influence the safety of
patients and improve communications, highlighting the broad-reaching impact of positivity in
various contexts?® 2’.Maslow’s hierarchy of needs@s a framework for understanding the
relationship between work satisfaction and ss at work. While work can fulfill various
needs, such as physiological, safety, ar@&ongingness, self-actualization often emerges as a

central motivator in today’s Weste@sgaetieszg. Work satisfaction is considered a manifestation

of happiness at work, cor%@o work motivation and positive work-related outcomes?’.

Happiness ao&k has broad effects on individuals and organisations. It improves
decision-makihg, munication skills, and overall job performance. Research indicates that
happy ew@es are more likely to remain with their current employer®°. Although critics argue
that e)&ive happiness may lead to complacency and decreased initiative, the benefits of
workplace happiness are still widely recognized®'. Happy employees contribute to a positive

work environment, enhanced customer satisfaction, and improved organisational outcomes.
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Job-related well-being encompasses the fulfillment experienced by employees, which
directly influences individual and organisational productivity. Research exploring different
dimensions of well-being suggests that employees’ perceptions of organisational support
significantly impact their overall well-being*2. Organisations that prioritise employee health
through programs and support mechanisms tend to have higher levels of employee satisfaction,
retention, and job performance’’. The World Health Organisation (WHO) li[&hSystem
Framework comprises six building blocks, with the health workforce k&lﬁ ne of them.
Researchers have emphasized the pivotal role of the health workfor@&very health system.
The UN and numerous researchers acknowledge the significa e%ppiness as an individual
pursuit and a societal endeavour®. Scholars advocate fo V rnments to adopt a utilitarian
approach to happiness, wherein policies aim to ma ir@erall happiness within populations.
By grounding happiness policy in empirical r sea%§d logical reasoning, authorities can foster
optimism and encourage individuals to %e for a better quality of life. Consequently,

°
contextually relevant characteristics @M inform the creation and implementation of effective

happiness strategies. . \AQ
2.1.1.1 Work Satisfaction

Work ‘satisfaCtion is a crucial dimension of workplace happiness that has garnered
extensiveéé‘lion in organisational psychology. Work satisfaction, used interchangeably with
job sa&:tion, encompasses employees’ overall contentment and fulfillment with their jobs,
influenced by various factors and conditions inherent in the work environment®. One early
definition of job satisfaction was by Locke, who defined job satisfaction as a pleasurable or

positive emotional state resulting from the appraisal of one’s job3¢. This definition reflects the

degree to which individuals positively evaluate their work experiences, conditions, and
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environment. It emphasizes the subjective experience of happiness derived from the job itself.
Hoppock, an eighteenth-century scholar, defined job satisfaction as a combination of
psychological, physiological, and environmental factors that lead an individual to state, “I am
satisfied with my job truthfully” 37. This definition highlights the internal nature of job
satisfaction, emphasizing the role of personal feelings and experiences in shaping an &Vidual’s

S

Building on Hoppock’s work, Vroom focused on the affective od%lt s of individuals

perception of their work environment.

toward their work roles, defining job satisfaction as the emotional at nt individuals have to
their current work roles®®. This definition emphasizes the suve nature of job satisfaction,
highlighting the importance of individual perceptions an%m es toward their work. At its core,
job satisfaction represents a combination of posit%’b negative feelings individuals harbour

toward their work. It reflects the extent to @n individual’s expectations about their job

align with the actual rewards and expeﬁeﬁ\@hey receive.

Weiss proposed an alteo\%gé view to the definition of job satisfaction as a cognitive
evaluation process akin t@%itude”. According to this perspective, job satisfaction involves
evaluative judgment&l%ctive experiences, and beliefs about one’s job. According to Weiss, job
satisfaction ¢ ises three separate but interrelated components: evaluative judgments,
affective @tences, and beliefs about the job*®. Evaluative judgments involve assessing the job
or speé{ aspects of it, while affective experiences encompass the emotional responses and
moods experienced at work. Beliefs about the job reflect employees’ perceptions and

interpretations of their work environment.
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Despite ongoing debate about the nature of job satisfaction, it remains a central aspect of
workplace happiness. Research on job satisfaction often focuses on cognitive evaluation
judgments about the job, aiming to understand employees’ perceptions and evaluations of their
work conditions*®. The focus may be mainly general satisfaction with the job or specific aspects
or conditions of the job*'. Nature of the work, remuneration, promotional opportunities,
supervision, control, levels of support, and level of autonomy are some of the co Q& studied
regarding job satisfaction*> %, Employees derive satisfaction from tasks t@ challenging,
meaningful, and aligned with their skills and interests*’. Fair and @tive compensation,
opportunities for career advancement, effective leadership, a s@‘live work environments
contribute to employees’ overall satisfaction. Workplac isfaction is essential for several
reasons. Satisfied employees are more likely to re ip@l the organisation, reducing turnover
rates and associated costs** They are also more e d, committed, and motivated to contribute
to the organisation’s success®®.Workplac Xﬁsfaction positively influences organisational

° &
performance and effectiveness, drivi@iness success and competitive advantage.

&

Job satisfaction en m@&ses a sense of achievement and success on the job and a feeling

of fulfillment and enth Q in one’s work**. Moreover, job satisfaction is closely intertwined
.

with employee @ in the workplace. Positive job satisfaction often leads to greater
productivity, er levels of engagement, and increased commitment to the organisation**.
Equall}\%gatisfaction with one’s job can result in negative behaviours such as absenteeism,
turnover, and decreased performance*> 6. Factors such as supervision, job design, workplace
environment, and performance pay all play a crucial role in shaping employees’ satisfaction
levels*. Effective leadership styles, characterized by participatory management and supportive

communication, have been shown to positively influence job satisfaction*’. Furthermore, job
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satisfaction is not only beneficial for individual employees but also for organisations as a whole.
Satisfied employees are more likely to be motivated, engaged, and committed to their work,
leading to improved organisational performance and outcomes*’. Organisations prioritizing

employee satisfaction and well-being are better equipped to retain talent, foster innovation, and

Work engagement is a crucial dimension of workplace h@ws that has gained

achieve long-term success**.

2.1.1.2 Engagement

increased attention in recent years. It involves the positive emoti%xperiences that workers
have and the motivational states associated with their @Qis characterized by tenacity,
vitality, energy, dedication, absorption, excitement, al;&s, and pride. Like other concepts in
happiness literature, engagement is complex andﬂb ves various psychological, affective, and
behavioural components. The framework \\& engagement was propounded by Macey and
Schneider, including trait engagemené%’gt&ngagement, and behavioural engagement*®. Trait
engagement refers to dispositi@ndencies towards engagement, while state engagement
reflects an individual’s %Qt\emotional and cognitive state related to work. Behavioural

engagement entails @able behaviours and actions driven by engagement*®. This framework

highlights the gﬁc and multifaceted nature of engagement, influenced by individual traits,

situationaéé)rs, and organisational conditions.

N

Organisational conditions play a pivotal role in shaping work engagement®. Attributes of
the work environment, such as challenge, autonomy, and variety, contribute to employees’ sense
of engagement and fulfillment*®. Transformational leadership and trust within the organisation

foster a supportive and empowering climate conducive to engagement>®. Maslach, Schaufeli, and
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Leiter's three-dimensional model of engagement distinguishes work engagement from other
constructs such as job involvement, organisational commitment, and job satisfaction®'. This
model includes energy, involvement, and efficacy, underlining the motivational and affective

aspects of engagement.

Kahn conceptualizes work engagement at a personal level, focusing on .i,&viduals’
psychological experiences of themselves in their work roles®. He deﬁne gement as
harnessing oneself to one's work role, characterized by meaningfulness@t »“and availability.
Equally, disengagement involves uncoupling oneself from work ro sulting in withdrawal
and defensive behaviours. Another scholar described work ement as a positive, fulfilling,
affective, motivational state characterized by vigour, ﬂo%gﬂcation, and absorption®. Vigour

reflects high levels of energy and resilience, dedit&entails involvement and commitment,

while absorption denotes complete immersio@ncentration in one’s work.

Flow, proposed by Csikszen.%\’&&y, represents another concept closely related to
happiness and engagement. It.dq%es flow as an optimal experience characterized by intense
focus, enjoyment, and ﬁ@nt resulting from deep engagement in challenging activities>.
Workplace engagem@ a critical dimension of workplace happiness that reflects employees’
positive psyc 1&&1, emotional, and behavioural connection to work. It goes beyond mere
satisfacti(%’b‘th the job and encompasses a deep sense of involvement, commitment, and

fulfillment in one’s professional role.

One key aspect of workplace engagement is the emotional component, characterized by
positive affective experiences such as enthusiasm, pride, and enjoyment derived from work

activities®>. Engaged employees tend to experience high energy and enthusiasm while
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performing their tasks, often demonstrating a strong dedication and passion for their work.
Additionally, workplace engagement involves a cognitive component, which refers to
employees’ beliefs, attitudes, and perceptions about their work>®. Engaged employees typically
have a positive outlook on their job roles, seeing them as meaningful, purposeful, and aligned
with their values and goals. They exhibit a sense of efficacy and confidence in their abilities to

S

Behavioural engagement is another important aspect of workplace‘%ggg(ment, reflecting

perform well and make meaningful contributions to their organisation.

employees’ proactive involvement and investment in their work>’. employees are often
highly motivated and committed to achieving their goals and oves, going above and beyond
their job requirements to contribute to the success of th@ and organisation. They are also

more likely to demonstrate initiative, creativity, a%ailience in the face of challenges and

obstacles. ®%

Organisations play a crucial (%’k&'l fostering workplace engagement by creating a
supportive and empowering wq&%wronment that values employees’ contributions, provides
opportunities for grow% development, and promotes open communication and
collaboration.* Eff\ leadership, precise goal setting, and recognition of employee
achievements%&entlal to promoting engagement and fostering a positive work culture*”
Workplac%%agement is beneficial not only for individual employees but also for organisations
as a wbé Engaged employees are more likely to be productive, innovative, and committed to
organisational goals, leading to improved performance, higher customer satisfaction, and overall

organisational success.

2.1.2 Psychological Climate
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Psychological climate has been conceptualized as employees’ perceptions of their work
environment, focusing on how organisational policies, practices, and procedures are perceived
and interpreted by individuals within the organisation®®. The measurement of employees’
perceptions of their work environments and the effects these perceptions have on their actions
and attitudes is a fundamental concept in organisational psychology. Psychological climate
measures center on the workplace as it is cognitively represented in terms of i Qrc ological
significance and meaning for the individual®®. These climate perceptions p y@rucial role in
shaping individual behaviour by mediating between the objecti®racteristics of the

environment and individual responses®. In essence, ps @al climate reflects an

individual’s appraisal of the work environment and its sign .

QO

The concept of psychological climate ’éolved significantly since the initial
discussions by Lewin and his associates rﬁ@fg ‘social climates’ in the workplace®!. The
social climate of a workplace involvei\& overall atmosphere or environment created by
interpersonal relationships, norms, titudes within the organisation. Lewin emphasizes that
the psychological and soci l@s of the work environment influence employees’ behaviours
and attitudes. Early c pﬁ\ensive discussions emerged in the late 1960s with Litwin and

.
Stringer’s model@n sational climate, which included several dimensions such as structure,
challenge, %gi, support, and social inclusion®?. Their experiments demonstrated that
organi??s&ll climate significantly affected employee satisfaction and performance. Other
researchers, such as James and James, have further refined and broadened the idea of the
psychological environment®» 64 5% €0 - James and James proposed that psychological climate
variables often cluster within four higher-order factors: role, job, leader and workforce®*. They

proposed that variables such as role ambiguity, role conflict, role overload, job challenge, job
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autonomy, job importance, leader trust and support, leader goal facilitation, hierarchical
influence, workgroup cooperation, friendliness, and pride play essential roles in maintaining a
psychological climate in an organisation. This validates the concept of an all-encompassing

general factor of psychological climate.

There is a distinction between psychological climate and organisational clirn@& as they

serve different purposes. Psychological climate refers to individual-level percep @ f the work

environment, while organisational climate pertains to shared percepu'% ong employees
about organisational policies and practices® >°. In other words,_t Qchological climate is
personalized, while organisational climate is shared among r@)ers of the organisation. This
distinction allowed for more precise research and unde&tagng of the respective impacts on
individual and organisational outcomes. The %{Aﬁtion of the connections between
psychological climate and other factors has b@’ge more accessible by the hierarchical model,
which has improved the understandingc;\(é‘v to work settings affect employee well-being and
N\

organisational success®*. Q

Psychological cl@g\encapsulates positive and negative aspects of the work
environment, inﬂue\l\hésemployees’ attitudes, behaviours, and performance. Various factors,
including org igéﬂnal structure, processes, events, and work environment characteristics,
influence @rmation of a psychological climate®® >, It is shaped by employees’ experiences
within}gorganisation and their interpretation of these experiences. One of the key factors
contributing to psychological climate is leadership styles. Research has highlighted the
importance of leadership behaviour in shaping the organisational climate®’. Supportive and
empowering leadership styles are associated with a positive psychological climate, characterized

by trust, collaboration, and employee engagement. In contrast, autocratic or abusive leadership
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can create a hostile and toxic climate, leading to low morale, dissatisfaction, and employee

turnover.

Organisational culture also plays a significant role in shaping psychological climate®®.
The values, norms, and beliefs that characterize an organisation’s culture influence employees’
perceptions of the work environment and their interactions with colleagues and su.p,&isors. A

culture that promotes openness, transparency, and inclusivity tends to fi favourable

psychological climate, whereas a culture that values competition, secrecg%r cromanagement
may contribute to a negative or stressful climate®®. Communi Q patterns within the
organisation also contribute to psychological climate®. Effeccommunication channels and
practices facilitate information sharing, feedback exche@&d conflict resolution, enhancing
employee trust and collaboration. Poor commun@n, on the other hand, can lead to

misunderstandings, distrust, and anxiety, con \Tg to an adverse climate.

Workload and job demands aré@nal factors that influence psychological climate’.
Excessive workload, time pres@and role ambiguity can contribute to feelings of stress,
burnout, and dissatisfaa@%\ong employees. In contrast, manageable workloads, clear
expectations, and o®nities for growth and development foster a positive climate’. Social
relationships %gyﬂamics among coworkers, supervisors, and teams also shape psychological
climate”.@live social interactions, mutual respect, and supportiveness contribute to a
favour%g climate, whereas conflict, gossip, or interpersonal conflicts can create a hostile

atmosphere.

The consequences of psychological climate are far-reaching and have significant

implications for employee attitudes, behaviours, and outcomes. A positive psychological climate
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is associated with higher job satisfaction, morale, and employee engagement’. It promotes
intrinsic motivation, commitment, and loyalty, leading to higher employee performance and
productivity levels®. A positive climate is also linked to lower turnover rates and higher levels of
employee retention’®. Psychological climate significantly influences the causes of work stress.
Work stressors encompass various aspects of work design, organisational management, and the
social and environmental contexts of work, which have the potential to caus &dogical,
social, or physical harm. The consequences of psychological climate are extenSive, impacting

workers’ health, the quality of services and products, accidents, injur@nﬂicts both at home

O

The association between work and mental health _and/the importance of preventing ill

and in the workplace, medication use, and even suicide’.

health are global concerns highlighted by intemati%’brganisations such as the World Health
Organisation and the International Labour G}\@’lgtion”. Fear, a natural defense response in
humans and animals, becomes prob}e@ when chronic and disproportionate, leading to
various mental disorders. Durini @Lec?lics like Ebola and COVID-19, fear-related behaviours

can exacerbate mental h%@es among individuals and communities, highlighting the need

to address psychological climate to mitigate adverse consequences’.

.
X
More t \eis growing concern about organisational failure due to declining service
delivery, @%rial efficiency, and negative job attitudes such as corruption and absenteeism’®.
Workers™ attitudes toward work, characterized by inefficiency and lack of commitment,
contribute to this organisational decline, necessitating attention from all stakeholders. Scholars
have identified various factors contributing to the psychological climate within organisations,

including inadequate rewards, poor leadership, ineffective decision-making, and perceived job

disempowerment among nurses®” ¢7. Creating a positive organisational climate that fosters

37



commitment and engagement among employees is essential for organisational success®.
Research has shown that affective commitment is positively associated with perceived
organisational support and negatively related to nurses’ role stress and work engagement,
underscoring the importance of a supportive climate®’. Organisational-level factors such as job
insecurity can impact employees’ affective reactions, highlighting the need to foster a positive

departmental and organisational climate to enhance job satisfaction, COme t, and

performance’. &Q/
2.1.2.1 Role Clarity &Q

Role clarity refers to how emplo;%\é.gderstand their roles, responsibilities, and
expectations within the organisation. ég\%ac mpasses the clarity and specificity of job tasks,
objectives, performance standa Snd reporting relationships. Role clarity is a crucial
dimension of psychologi%%\ﬁte in the workplace, as it directly impacts employee perceptions,
attitudes, and behayig&w. Several factors contribute to role clarity in the workplace. Effective
communicati gq} supervisors and managers is essential for clearly articulating job

)

expectati(é@m

also playd fundamental role in defining the scope of work and clarifying responsibilities’.

roviding feedback on performance’®. Job descriptions and role specifications

Organisational structure and design can influence role clarity by delineating reporting
relationships, decision-making processes, and authority levels within the organisation®’. Well-

defined processes and procedures for task allocation, coordination, and collaboration can
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enhance role clarity by reducing ambiguity and uncertainty®!. Training and development
programs can also clarify roles by equipping employees with the necessary skills, knowledge,
and resources to perform their jobs effectively®?. Providing opportunities for skill enhancement

and career advancement can clarify career paths and expectations, thereby promoting role clarity

Research has shown that role clarity significantly affects employee attft!oehaviours,

and employee engagement>”.

and outcomes. Employees who perceive high levels of role clarity te&o perience lower
levels of stress, job dissatisfaction, and turnover intentions®3. Thi more likely to feel
competent, confident, and motivated in performing their tasks,ng to higher job performance
and organisational commitment®*. Role clarity increases@@tisfaction, morale, and employee
well-being®3. Clear role expectations and performan@dards enable employees to understand

how their contributions align with organis@b goals and priorities, fostering a sense of

purpose and meaning in their work®?, &
&

2.1.2.2 Supportive Managemeu&%

Supportive ma@n‘[, a dimension of psychological climate, refers to the leadership
behaviours and ra&}e

s’ exhibited by managers and supervisors that create a positive and
supportive @environment for employees. It encompasses actions taken by management to
provicm\egéuragement, guidance, resources, and recognition to employees, thereby fostering
their well-being, growth, and performance within the organisation®®. Several factors contribute to
supportive management in the workplace. Effective communication is a fundamental aspect of
supportive management, involving open and transparent communication channels between

managers and employees®>. Managers who actively listen to employee concerns, provide
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constructive feedback and involve employees in decision-making demonstrate supportive

behaviours that contribute to a positive psychological climate®¢. Empowerment is another critical

component of supportive management, involving delegation of authority, autonomy, and

decision-making power to employees®’. Managers who empower their employees by trusting

their judgment, encouraging initiative, and providing opportunities for skill development and
\

career advancement create a sense of ownership and commitment among empIOfQ ding to

C

Recognition and rewards are essential to supportive mana Q as they acknowledge

higher engagement and job satisfaction®s.

and reinforce employee contributions and achievements®®, ers who regularly recognize
and reward employee efforts, whether through verbal §®’ bonuses, promotions, or other
incentives, demonstrate appreciation for empl@performance and create a positive
motivational climate in the workplace. Suppc@magement involves providing resources and
support to employees to help them perf&tf%their jobs effectively. This may include access to
training and development progr@gcvadequate equipment and technology, flexible work
arrangements, and opport n@r work-life balance. Managers prioritizing employee well-
being and proactivel %

ressing work-related challenges contribute to a supportive

psychological cli@a enhances employee satisfaction and performance®’.

O

R%%h has shown that supportive management significantly affects employee attitudes,
behavio\u/s, and outcomes. Employees who perceive high levels of supportive management tend
to experience lower stress levels, burnout, and turnover intentions®®. They report higher job
satisfaction, organisational commitment, and perceived supervisor support, leading to greater job

engagement and performance®’.
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2.1.2.3 Contribution

Contribution, as a dimension of psychological climate, refers to employees’ perceptions
of the significance and value of their contributions within the organisational context®. It
encompasses the extent to which employees feel that their efforts, skills, and ideas are
recognized, appreciated, and effectively utilized by the organisation. A climate of.cOntribution
emphasizes the importance of employees’ roles in achieving organisational d fosters a
sense of purpose, efficacy, and fulfillment in their work. Several f: ntribute to the
perception of contribution in the workplace. Effective communicatio cial in conveying the
organisation’s expectations, goals, and feedback to employeManagers who communicate
clear objectives, provide regular performance feedback @ ognize employees’ achievements

help reinforce the importance of individual contrlbu ’bo the organisation’s success’’.

Moreover, opportunities for me I&& participation and involvement in decision-
making contribute to employees’ SGHS%&U’I‘DUHOHM When employees are given a voice in
shaping organisational pohcms,ﬁgcgles and initiatives, they perceive their contributions as
valuable and 1mpactful%&g to greater motivation and engagement’>. Recognition and
rewards are essenti mponents of fostering a climate of contribution. Managers who
acknowledge 6&1@&&6 employees’ achievements, whether through formal rewards, informal

praise, or@%ﬁc acknowledgment, reinforce the importance of individual contributions and

inspirbﬁotinued effort and commitment®,

Additionally, skill development, learning, and growth opportunities contribute to
employees’ perception of contribution®. When organisations invest in employees’ professional

development and provide avenues for acquiring new knowledge, skills, and experiences,
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employees feel valued and motivated to contribute their best efforts to the organisation’s
success®®. Research has demonstrated the significant impact of a climate of contribution on
employee attitudes, behaviours, and outcomes. Employees who perceive their contributions are
valued and recognized report higher job satisfaction, organisational commitment, and
engagement®®, They are more likely to exhibit discretionary effort, creativity, and imation in
their work, leading to improved performance and organisational effectiveness®. Q
O
2.1.2.4 Recognition &QJ
O

Recognition, as a dimension of psychological climate in%/orkplace, refers to how
employees feel acknowledged, appreciated, and valued for: ntributions and achievements
within the organisation. It encompasses formal and inp&@l expressions of gratitude and praise
from supervisors, colleagues, and the organisatio@veral factors contribute to the perception
of recognition in the workplace. Effectivek%}t\xghip plays a crucial role in creating a climate of

ledging and celebrating employees’ efforts and

recognition by setting the tone fo& @%\5&

accomplishments?’. Leaders thgﬂvely express appreciation, provide constructive feedback

and publicly recognize e@%es’ achievements help reinforce a culture of recognition within

the organisationg‘&

Org%nal practices and policies also influence the perception of recognition among
emplo&ee/gl’ormal recognition programs, such as employee of the month awards, recognition
ceremonies, and incentive programs, provide structured mechanisms for acknowledging
outstanding performance and contributions®’. Additionally, informal gestures of recognition,
such as thank-you notes, verbal praise, and peer-to-peer recognition, contribute to a culture of

appreciation and validation®* Moreover, consistency and fairness in recognition practices are
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essential for fostering a positive psychological climate. Employees are more likely to perceive
recognition as meaningful and sincere when it is applied consistently across individuals and
teams, regardless of hierarchy or status®’. Transparency in the criteria for recognition and the

decision-making process reinforces employees’ trust in the fairness of the system®,

Research has demonstrated the significant impact of recognition on employeg, attitudes,
motivation, and performance. Employees who feel recognized and valued b ganisation
report higher job satisfaction, engagement, and commitment levels®*. '@ ihé more likely to

demonstrate discretionary effort, loyalty, and dedication to thei leading to improved

productivity and organisational outcomes®*. Q

2.1.2.5 Self-expression &Q

Self-expression refers to employees f%\l'@’bee and encouraged to express their thoughts,
ideas, and emotions within the work;@s%. It encompasses the ability and freedom to
communicate one’s ideas, feelingséﬁ?ersonality without fear of negative consequences. This

dimension of psychological @te is crucial because it fosters a sense of authenticity and

psychological th@\A

and related bre fundamental to human motivation and well-being®®. Self-expression aligns

individuality among @yees. The concept of self-expression is rooted in several

cording to Self-Determination Theory (SDT), autonomy, competence,

with t ngd for autonomy, as it involves having the freedom to voice one’s opinions and ideas.
It supports relatedness by fostering open communication and emotional connections among

colleagues.

Research has identified several essential aspects of self-expression in the workplace. A

study found that a supportive environment for self-expression significantly enhances employees’
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creative performance®>. Encouraging open communication and providing platforms for
employees to share their ideas and feedback regularly are essential for self-expression. This can
be through suggestion boxes, regular town hall meetings, or open-door policies. Leaders in
organisations should be equipped with the skills to create and maintain a psychologically safe
environment. This includes active listening, providing constructive feedback, and &)gnizing

S

Research showed that psychological empowerment, which inc‘% -expression, is

and valuing employees’ contributions.

positively correlated with job satisfaction’’. Employees who feel e Qed and able to express
themselves are generally more satisfied with their jobs. A stevealed that teams with high
levels of self-expression and open communication performivbetter and have higher levels of
collective efficacy®®. This indicates that self-exp@h benefits individual employees and
enhances overall team dynamics. Employees they can express their true selves are more
likely to experience higher job satisfad\&h'xand engagement. This is because self-expression

aligns with their intrinsic motiva@i?nd values, leading to a greater sense of purpose and

fulfillment at work.”? QQ\A

Self-expresei\ \xntributes to better psychological well-being by reducing stress and
anxiety. Whe% yees can openly communicate their thoughts and feelings, they are less
likely to @%&nce the strain of suppressing their emotions, which can lead to burnout and other
mentahéllth issues”. A climate that encourages self-expression can boost creativity and
innovation. When employees feel safe to share their ideas, they are more likely to contribute
novel solutions and approaches, driving organisational growth and competitiveness®. Employees
who feel valued and heard are more likely to develop a strong emotional attachment to their

organisation, resulting in higher organisational commitment and lower turnover rates®.
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2.1.2.6 Challenges

Challenges in the workplace refer to tasks, goals, and expectations that require employees

to exert effort, develop skills, and overcome obstacles to achieve desired outcomes!®. It is a
dimension of psychological capital that influences employee motivation, performance, and job
satisfaction. These challenges range from complex problem-solving tasks to high-petformance
expectations and innovative project assignments. Challenges encourage e to stretch
their capabilities and acquire new skills, contributing to their prefessiofial growth and
development. Facing and overcoming challenges can enhance intn'%givation, as employees
alanced level of challenge

find satisfaction in mastering complex tasks and achieving go

can lead to higher job satisfaction, as employees feel a s@ accomplishment and purpose in

their work!%, gb

Psychological climate is shaped by x}b;ees perceptions of various dimensions of their

work environment!’!. Challenges are qvﬁ'ﬂl cant component of this climate, influencing how
employees perceive their roles, @smlhtles and potential for growth. Clear and achievable
goals that align with em@% skills and interests provide a framework for facing challenges.
When employees uh@gand their expectations, they are better prepared to tackle complex
tasks!?2. Pro irg-édequate support and resources enables employees to meet challenges

effectivel@s includes access to training, mentoring, and necessary tools or information.

N

Challenging tasks that match employees’ skill levels can lead to a state of flow
characterized by deep engagement and immersion in work. This state is associated with higher
productivity and job satisfaction®’. Continuous exposure to challenges promotes learning and

professional growth. Employees develop new competencies and enhance their problem-solving
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abilities, which can lead to career advancement opportunities®®. Successfully overcoming
challenges builds resilience and adaptability, preparing employees to handle future obstacles
more effectively. This resilience is essential for coping with the dynamic nature of modern work
environments®. Challenges that are perceived as meaningful and aligned with personal and
professional goals can enhance intrinsic motivation. Employees are more likely to be, motivated

by the inherent satisfaction of overcoming challenges rather than external rewarde

2.1.3 Organisational Commitment &QJ

The concept of commitment encompasses various factors t@'her enhance or diminish
an individual’s work performance and relationship with%Qanisation. Commitment is a
multifaceted concept that has proven somewhat elusiVFb rms of comprehensive definition!'®,
It remains a significant study area within man t, organisational behaviour, and human
resource management. Over the years, ng s definitions and perspectives have emerged,

reflecting the complexity and mult1@§

disciplines tend to emphas1ze@rent aspects of commitment, further complicating the

ionality of the concept. Researchers from various

development of a uniﬁe@onm. Commitment, at its core, is often perceived as a force that
binds an individual %course of action necessary to one or more targets'®. These targets
include peop %&lf as family and friends, and various institutions, including sports teams,
communi %ups and work organisations. This broad perspective highlights the universal

nature}&)mmltment across different domains of life.

There have been numerous definitions of organisational commitment over the
years. Some scholars described the organisational commitment as employees’ acceptance of

organisational goals and their willingness to exert effort on behalf of the organisation!. This
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perspective aligns with Cohen’s assertion that “commitment is a force that binds an individual to
a course of action of relevance to one or more targets”!?’. Another scholar further elaborates that
organisational commitment involves the degree to which an individual identifies with and
participates in an organisation'®. A scholar also emphasizes that organisational commitment is
when an employee identifies with an organisation and its goals and desires tQ maintain
membership!®. This highlights the significance of aligning an employee’s Qs ith the
organisation’s objectives. Therefore, organisational commitment can be se e degree to

which an employee is willing to stay with the organisation due to th@rest and association

O

Organisational commitment, a specific type of Qlace commitment, refers to the

with its goals and values.

psychological attachment and loyalty an employee @’bowards their organisation'®. This type
of commitment is crucial for fostering a &@%e and engaged workforce. Organisational
commitment is a multifaceted concep{\' ing significantly across different professions!'®’.
Highly committed individuals ten@ hibit different behaviours; they generally show lower
levels of absenteeism and V@‘ary turnover, as they are less likely to seek new employment
opportunities compare Q those with lower commitment levels'®. In the workplace,

[ ]
commitment can@

career, occ , organisational goals, teams, leaders, or the organisation as a whole. These

d into several aspects'!?. Employees may exhibit commitment to their

diversA&ﬂs of workplace commitment indicate that employees can simultaneously hold

multiple commitments that influence their overall engagement and performance.

Organisational commitment can be influenced by various factors, including job
satisfaction, alignment with organisational values and goals, relationships with colleagues and

supervisors, and perceived organisational support'!®. Some scholars assert that commitment is
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one of several energizing forces for motivated behaviour!!'!: 9. 104 High supervisor evaluation
and positive supervisor perceptions play a key role in motivation, which, in turn, results in
greater organisational commitment. Organisational commitment is also crucial for creating a
business environment that fosters motivation in the workplace. Both motivation and commitment
are vital issues in the healthcare profession, as they are critical for the effective delivery of health

&utcome

service.!'? Organisational commitment in health service significantly infl Q

variables such as job satisfaction, self-efficacy, emotional intelligence, and work fotivation.

A comprehensive review of previous studies and conce ations on workplace
commitment revealed that employees develop more than one @(-relevan‘[ commitment!!'! 107,
These commitments, though distinct, collectively contribute™o an employee’s total workplace
commitment. Each form of commitment has its ow@e characteristics and implications, yet
they coexist and interact within the organisat@%ironment. These various commitments may
exist at the same time, and employee&a!\% have many commitments to different institutions
and people. For instance, emplo;é ay have commitment to family, friends, sports, and

community groups. TherefS@s unrealistic to expect total commitment to the organisation!®’,

Organisation@mitment is fundamental because it provides positive feedback for the
organisation. % ees who are committed to the organisation are likely to develop a more
positive @%t towards their work and the organisation!®”. They will be enthusiastic about
expendi\n{ extra energy and effort for the benefit of the organisation. This commitment manifests
in their readiness to work and a high sense of responsibility, which fosters a desire to remain
with the company!®®. Research has shown a direct correlation between organisational
commitment and employee performance'!®. Higher organisational commitment leads to better

individual performance. The mutual commitment between the company and its employees is
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essential as it fosters professional work environments. Employees with low organisational
commitment might engage in behaviours that disrupt organisational performance, such as
working slowly, complaining, or even striking. In contrast, those with high organisational

commitment enhance organisational performance through loyalty and responsibility towards

S\

Organisational commitment has two aspects - attitudinal and behavio. Attitudinal

their work.

commitment involves evaluative statements or judgments about the 4%1 fsation, reflecting
feelings of attachment, identification, and loyalty!'>. Organisationa tment as an attitude is
characterized by positive cognitive and affective componenout the organisation. On the
other hand, behavioural commitment is defined by a@@hat demonstrate an employee’s
commitment to the organisation!'!*. Committed ind@ls enact specific behaviours based on
the belief that it is morally correct rather th nally beneficial. Behavioral commitment is
visible when organisational members aré@cated to existing groups within the organisation'!“,
This perspective underscores the i%{cat organisational commitment is a state where members

are bound by their action@@h’efs that sustain their involvement in the organisation.

In the past 5&16, the influence of organisational commitment has significantly
increased in d of management development. Research on organisational commitment
dates bac@e 1960s. One of the prominent models in this area is the one developed by Meyer
and AM“. The model has gained substantial popularity among other models. The three-
component model highlights the importance of both emotional and rational factors in
determining an employee’s commitment to their organisation. This model provides valuable
insights into how organisations can foster commitment and improve employee retention and

performance. This model is the most widely accepted conceptualization of organisational
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commitment and sees commitment as comprising three distinct forms: affective commitment,

continuance commitment, and normative commitment.
2.1.3.1 Affective Commitment

The first dimension of organisational commitment in Meyer and Allen’s model is
affective commitment, which represents an individual’s emotional attacth*o their
organisation. Affective commitment is defined as “the employee’s emoti(mjgtachment to,
identification with, and involvement in the organisation”!'®. This di@on of organisational
commitment is characterized by employees who continue workin@he organisation because

. These employees perceive their <§ omal employment relationship as

they genuinely want to'!’

being congruent with the goals and values of the gﬁﬁation. High affective commitment
indicates that an employee has a strong emotional ction to the organisation, leading them to
118

remain with the organisation for an extend%}; d. Employees with high affective commitment

d in organisational activities''®. This engagement

are not only content but also active{(%}:}fg

includes participation in disws&% and meetings, offering valuable input or suggestions to

benefit the organisation, @onstrating proactive work ethics.

Affectiveé}&xent is essentially a work-related attitude that reflects positive feelings
towards the rséisation“? A scholar maintains that this attitude is an orientation towards the
orgam}\ﬁ/ / which associates or attaches the identity of the person to the organisation.!'®
Affective commitment is described as the relative strength of an individual’s identification with
and involvement in a particular organisation. The strength of affective commitment is
significantly influenced by the extent to which an individual’s needs and expectations about the

organisation are matched by their actual experiences!!> Other scholars also describe affective
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commitment as “value rationality-based organisational commitment,” which refers to the degree

of value congruence between an organisational member and the organisation!!*,

Meyer and Allen’s organisational commitment model indicates that several factors
influence affective commitment, including job challenge, role clarity, goal clarity, goal difficulty,
receptiveness by management, peer cohesion, equity, personal importance,&edback,
participation, and dependability!'®. These factors collectively contribute to the ment of an
emotional bond between the employee and the organisation. Employg€s high affective
commitment often identify with organisational goals, feel a sen Qbelonging within the
organisation, and derive satisfaction from their work. These @oyees feel valued and act as
ambassadors for their organisation, making them signiﬁ&&sets. Their emotional investment
in the organisation drives them to contribute %%ely and actively towards achieving

organisational objectives. Employees with B@foective commitment continue employment

with the organisation because they want@

The development of affep&@bommitmen‘[ involves two key processes: identification and
internalization'"”. Identif@s based on the desire to establish a rewarding relationship with
the organisation. It '\@‘es employees seeing themselves as integral parts of the organisation,
aligning their‘perSefial identity with organisational membership. Internalization, on the other
hand, refQ’bthe congruence between the goals and values held by individuals and those of the

organisation. Through internalization, employees adopt the organisation’s goals and values as

their own, which strengthens their emotional attachment to the organisation.

2.1.3.2 Continuance Commitment
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The second dimension of the tri-dimensional model of organisational commitment is
continuance commitment. Continuance commitment is defined as awareness of the costs
associated with leaving the organisation!'?. This type of commitment is calculative in nature, as
it involves the individual’s perception and weighing of the costs and risks associated with
leaving their current organisation'?. Meyer and Allen described continuance commitment as
employees whose primary link to the organisation is based on continuance co % remain
because they need to do so'!”. Continuance commitment refers to an employee’SPerceived cost
of leaving the organisation. This includes the accumulation of Val@ bets such as skill
transferability, relocation, pension, and self-investment -%g with organisational
membership. Continuance commitment involves the per@) of the costs associated with
leaving the organisation, which can be work-relate (%%asted time and effort acquiring non-
transferable skills) or non-work-related (e.g., reloGél costs)!?’. When an employee has a high
level of continuance commitment, they bﬁv that staying with the organisation is necessary

.
due to the significant investments @\have made, both emotionally and mentally, and the
potential costs associated with Q%(g This type of commitment arises when employees feel

\

they need to remain wit%%ganisation because they have already invested considerable time

and energy, creatt}@yg sense of attachment.

Con%@ce commitment can be viewed as an instrumental attachment to the
organi??s& where the individual’s association is based primarily on an assessment of the
economic benefits gained''®. Organisational members develop this type of commitment due to
the positive extrinsic rewards obtained through their effort-bargain, rather than a deep
identification with the organisation’s goals and values. The strength of continuance commitment

is determined by the perceived costs of leaving the organisation and continuance organisational
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commitment will therefore be the strongest when availability of alternatives are few and the
number of investments are high!?°. This argument supports the view that when better alternatives
are available, employees may choose to leave the organisation. For example, over time, an
individual may develop a commitment to their workplace, driven by emotional investment. This
commitment may be one of the reasons why an employee chooses not to quit, despite any
dissatisfaction they may feel. Employees with continuance commitment often t Qﬁa leaving
the organisation would be too costly, whether due to the loss of accumulatéd” benefits, the

challenge of finding a new job with similar conditions, or other f@&l and non-financial

N

Continuance commitment is characterized by the r@yee’s feeling of necessity to stay

factors!2°.

in the organisation. The primary reasons behind thi& of commitment often include the lack
of job alternatives and concerns about wages@rgnstance, an employee might feel the need to
stay because moving to another organ® might not offer better salary and benefits. This
situation can pose a problem for or%icaiions, as employees with high continuance commitment
might stay even if they are d@swd and disengaged from their work. Such employees remain

not because they are m &d or fulfilled, but because they perceive the cost of leaving to be
too high. < ’\\'

O

M@naintain that accrued investments and poor employment alternatives tend to force
indivicﬁg to maintain their line of action and are responsible for these individuals being
committed because they need to!'?. This implies that individuals stay in the organisation because
they are lured by accumulated investments, such as pension plans, seniority, or organisation-
specific skills, which they could lose if they were to leave. Continuance commitment is

fundamentally about the “profit” associated with continued participation in the organisation and
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the “cost” associated with leaving. Scholars supports the profit notion by describing continuance
organisational commitment as “an exchange framework, whereby performance and loyalty are
offered in return for material benefits and rewards.” Therefore, to retain employees who exhibit

continuance commitment, organisations need to focus on elements that boost the employee’s

The third and final dimension of the organisational commi@ﬁmodel 1S normative

morale to foster a more affective commitment!!3.

2.1.3.3 Normative Commitment

commitment. Normative commitment is defined as a feelin@ obligation to continue

employment''?, This form of commitment stems from inte d'normative beliefs of duty and
obligation, making individuals feel compelled to susta;@mbership within the organisation'%’.
Some scholar suggests that employees with anB e commitment feel that they ought to
remain with the organisation!'®. In this di e\Q , employees stay because they believe they

&\!ormative commitment is a form of organisational

should or because it is the proper thir@ﬁ.

commitment where an employe%%a sense of obligation to remain with the organisation.

Normative com Q?tis characterized by a sense of duty, obligation, and loyalty
towards the orga@%ﬂl . Employees with high levels of normative commitment feel that they
ought to rer%bvith the organisation due to a sense of loyalty or duty. This type of commitment
is roo&{/gla belief that staying is the right thing to do, often driven by factors such as moral
obligations, feelings of loyalty, and a sense of duty. Organisational members who are

normatively committed are driven by moral reasons!?!

. These employees consider it morally
right to stay in the organisation, regardless of the status enhancement or satisfaction they might

receive over the years. The strength of normative organisational commitment is influenced by
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accepted rules about reciprocal obligation between the organisation and its members!?’. This
reciprocal obligation is rooted in the social exchange theory, which posits that a person receiving
a benefit feels a strong normative obligation to repay the benefit in some way'?2. Therefore,
individuals often feel obligated to repay the organisation for investments made in them, such as
through training and development. Employees with high normative commitment may stay with

an organisation because they feel a moral duty to do so. This sense of obligatioi Q stem from

several sources. &<

One significant factor is the belief that others have investe gwir development and

success!??

. For example, if a mentor or manager has taken a spinterest in their career growth,
the employee might feel indebted and obligated to stay. @@r factor is a perceived fairness in
how they are treated within the organisation. If er@ es believe they are treated justly and
with respect, they may feel a strong sense of? remain loyal to their employer. This feeling

of obligation can also arise from the fear@g unknown, where employees are wary of leaving a

familiar and stable environment foég?ncertainties of a new job, often described as the fear of

“jumping from the frying %r@h e fire”.

Normative e@ment is characterized by the internal pressure employees feel to stay in
their organisa%&émployees who exhibit normative commitment often experience guilt at the
thought O@ing. This guilt is typically associated with the potential negative consequences of
their departure, such as creating a knowledge or skill gap that would place additional pressure on
their colleagues. Such feelings of obligation can significantly impact employee performance.
When employees are driven by normative commitment, they may perform their duties out of a

sense of duty rather than genuine interest or enthusiasm. This can sometimes lead to suboptimal
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performance if the underlying motivation is not aligned with personal fulfillment or job

satisfaction.

Normative commitment is influenced by the organisational culture and the socialization
processes within the organisation. Some scholars argue that moral obligation arises either
through the process of socialization within the society or the organisation'!”. In eith enario, it
is based on a norm of reciprocity'?*. Essentially, if an employee receives Qit from the
organisation, it places the employee or the organisation under a moral obli atgt{o reciprocate in
kind. Employees who are socialized to value loyalty and duty towar @organisation are more
likely to develop a strong sense of normative commitment@s can be reinforced through

124

organisational practices that emphasize reciprocal obliga@d moral responsibility

O

In Nigeria, research on organisational co ent among workers has produced mixed

findings'?> !26. Some researchers argue %h}aigerian workers lack commitment to their
r

workplaces, while others believe that @E

organisations that fail to dem%gate commitment to the well-being of their employees.

are dedicated to organisational goals, but it is the

Organisational commitm%@n as one side of the reciprocal relationship between employer
and employee, with b\q'l*arties needing to fulfill their roles. Many organisations in Nigeria have
undergone an ag(ontinuing to undergo restructuring, reengineering, and downsizing due to
govemm%’bbnomic reforms, which can create a sense of job insecurity among workers. To
navigebglobal economic competition, organisations need committed employees. Employees
with higher organisational commitment are more likely to engage in organisational citizenship
behaviours, which can lead to improved performance and increased work motivation, ultimately
benefiting the organisation. This suggests that employee productivity is closely linked to

motivation levels, which in turn can enhance organisational commitment.
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3.2 Theoretical Review
3.2.1 Social Exchange Theory

Developed by George Homans, the Social Exchange Theory (SET) is a sociological and
psychological theory that explains social behaviour in terms of the exchange of resources
between individuals or groups!?’. This theory posits that human interactions arQ%d on an
economic model of costs and benefits. Individuals engage in social relat@/@s when they
perceive that the rewards (benefits) outweigh the costs (disadvan@ﬂk”. The theory was

initially developed by sociologist George Homans and further @ped by Peter Blau, and

Richard Emerson!?’ 128 129 This theory combines ele rom both utilitarianism and
behaviourism, providing a comprehensive framework }B@erstand how social exchanges shape

micro-level interactions and the macro-structures reate in society.

\O

Homans defined social exchang\*'s\the exchange of tangible or intangible activities
between at least two persons, empl@gD\g the cost and reward dynamics of these interactions!'?’.
His work relied heavily o@forcement principles from behaviourism, suggesting that
behaviours that are rew r}gre likely to be repeated. Homans focused on dyadic exchanges and
how these intera@\c explain broader social phenomena such as power, conformity, and
justice. Bla}b ded social exchange theory by incorporating a more economic and utilitarian
view b&/&al behaviour'?8, He highlighted the importance of reciprocal exchanges, where
voluntary actions are motivated by expected returns. Blau’s work emphasized the emergent
properties of social structures created through these exchanges, noting that social exchanges

often involve unspecified obligations, fostering long-term relationships and trust.
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Central to the theory lies the norm of reciprocity which can be described as the social
expectation that people will respond in a positive way to positive actions and in a negative way
to negative actions'3®. The social exchange theory holds that individuals feel obligated to return
favours or benefits received from others. The reciprocal nature of social exchanges implies that
when employees perceive that their organisation values their contributions and cares about their
well-being, they are more likely to feel happy and satisfied at work!3!. This po Q&enotional
state is a benefit that employees receive in exchange for their hard work{and foyalty. When
organisations invest in creating a happy workplace by offering sui management, fair
compensation, and opportunities for personal growth, employ sﬁvalued and are likely to
reciprocate with increased loyalty and commitment. This@l itment is further strengthened

when employees feel happy and perceive a positivg v@blogical climate, creating a virtuous

mitment.

cycle of mutual benefit and sustained organisqtior%

N\

Researchers have increasinglyoa%d social exchange as a theoretical foundation for
understanding exchange relationsl@f&tween individuals and their organisations'3® 3!, This
research demonstrates the e@a ory power of social exchange to a variety of work- related
attitudinal and behavioural”outcomes. It has been shown repeatedly and consistently that

.
individuals seek tO{Sn{e and maintain a fair and balanced exchange relationship with the
organisatio work at, described as the norm of reciprocity'*®. This norm is based on the
assump\&hat organisational members tend to reciprocate beneficial treatment they receive
with positive work-related behaviour and tend to reciprocate detrimental treatment they receive
with negative work-related behaviour. In this respect, the relationship has important implications
on healthcare organisations’ ability to attract, retain and motivate scarce nursing professionals.

The reciprocal nature of social exchanges implies that when employees experience positive
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interactions and support from their organisation, they are likely to respond with increased

commitment.

Social exchange involves evaluating the costs (e.g., time, effort, resources) and rewards
(e.g., social approval, financial gain, emotional support) associated with relationships.'3!
Individuals seek to maximize rewards and minimize costs. Social exchange theory ests that
the psychological climate is a crucial determinant of the quality of d@’\ between
employees and the organisation'*2. A positive psychological climate ia&rc(eﬁéd as a form of
support from the organisation, enhancing the quality of the social @zge. When employees
perceive a positive psychological climate, they feel that the sation is fulfilling its part of

the exchange relationship by providing a supportive and f@ironmen‘t.

O

Social exchange theory holds that nships are characterized by mutual
dependence'?3. The actions of one party in }\&he outcomes for the other, creating a dynamic
interplay of exchanges. Employees v‘v&lél;\h&h orkplace happiness and a positive psychological
climate develop affective com@, where they stay with the organisation because they want
to. Their emotional attaa@Q\ls driven by the rewarding and supportive work environment.
When employees p\@se high costs associated with leaving a supportive and happy work
environment, % velop continuance commitment. They stay with the organisation because

they need@f& the benefits of staying outweigh the potential costs of leaving.

Researchers have often used social exchange-based constructs to explain organisationally
desired work attitudes and behaviour!3!- 132 134 Accordingly, an extensive body of evidence exists
in support of the norm of reciprocity. This indicates that when employees are the recipients of

(un)favourable treatment from their employer, they reciprocate by changing their attitudes and
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behaviour towards the organisation. Three key constructs rooted within the social exchange
theory and are linked to retention factors of healthcare professionals: psychological contract
breach (PCB), perceived organisational support (POS) and leader—member exchange

(LMX)134’135.

The psychological contract is described as the individual’s belief in mutual ations in
the relationship with the employer!®. These beliefs are based on the percepti t promises
have been made and considerations are offered in exchange, which bi the&eéployee and the
organisation to a set of reciprocal obligations. More speciﬁcally% s research found that
healthcare workers value a relationship with the organisatio@w ich they are cared about,
treated with respect and in which their profession, Qtribution is supported by the
organisation.'*> Breach of the psychological co@’boccurs when employees perceive a

discrepancy between what was promised and ’Qey actually receive'3®.

Perceived organisational sup ) is defined as the global beliefs concerning the
extent to which the organisatio%%s the employee’s contributions and well-being!3’. Previous
research identified POS%Q}lportant and highly versatile factor'*’. It was found that low
support at work co@es to intention to leave the profession and evidence relates POS to
attitudes towa SQhJorganisation such as affective and normative organisational commitment,

the percei@ﬂson-organisation fit and development experiences.

N

3.2.2 Organisational Commitment Theory

Organisational Commitment Theory (OCT) is a framework for understanding the
psychological attachment employees feel towards their organisation'?8. This theory, extensively

developed by Meyer and Allen, categorizes organisational commitment into three distinct
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components: affective commitment, continuance commitment, and normative commitment'3®,
Affective commitment refers to an employee’s emotional attachment to, identification with, and
involvement in the organisation'?’. Employees with strong affective commitment remain with the
organisation because they want to. Continuance commitment involves an awareness of the costs
associated with leaving the organisation'?!. Employees with high continuance commitment stay
because they need to, due to the perceived loss of investments (e.g., time, effort, Q% or lack
of alternatives. Normative Commitment reflects a feeling of obligation o réMain with the

organisation!?. Employees with strong normative commitment feel @ught to stay due to

O

The study of commitment began with sociolo@eories analyzing the impact of

personal values or social pressures.

punitive systems on socially accepted values. H@r, a scholar took a sociological and
psychological approach, and this was probab@Qource of the study of the links between the
individual and the organisation from thﬁ@fpective of organisational behaviour''* 116, A few
decades later, organisational com@i?at is a complex concept that continues to be actively
studied. Although new ﬁ@es have emerged recently, most researchers agree that
organisational commitment=Should be treated as a multidimensional structure and consistent
o \
correlations with‘otlks concepts differ according to dimensions. However, there is no consensus

on their int tion due to the use of different measurement tools and findings regarding the
interna\\t%ture.

When employees are happy at work, they are more likely to develop a strong emotional
bond with the organisation. This positive emotional state enhances affective commitment as
employees feel a sense of belonging and alignment with organisational goals and values.

Research indicates that job satisfaction and positive emotional experiences at work are
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significant predictors of affective commitment'!. A positive psychological climate enhances
affective commitment by providing a supportive and fair work environment. When employees
perceive fairness, recognition, and autonomy, they feel respected and valued, leading to stronger

emotional attachment and identification with the organisation'.

While workplace happiness primarily influences affective commitment, %an also
indirectly affect continuance commitment. Happy employees are less likely t alternative
employment opportunities, thereby increasing their perceived costs of lgaving=the organisation.
This reduction in turnover intention can enhance continuanc Qitment as employees
recognize the value of staying with an organisation thattributes to their well-being.
Psychological climate influences continuance commitment byndffecting employees' perception of
job security and the availability of alternative job @’btunitiesm. A supportive and fair work
environment reduces the likelihood of emplq@ eking external opportunities, thus increasing
their continuance commitment. Emple re more likely to stay with an organisation that

provides a positive work enviror&&nimizing the perceived costs of leaving!'°,

Workplace happige Q\n foster a sense of loyalty and moral obligation towards the
organisation'4, Whe@loyees feel valued and supported, they are more likely to internalize
organisationa ogh(and values, enhancing normative commitment. The reciprocal relationship
between @yer support and employee loyalty underscores the moral obligation to reciprocate
positixb’towards the organisation!!’. A positive psychological climate fosters a sense of duty
and obligation towards the organisation. When employees perceive that the organisation is fair,
supportive, and recognizes their contributions, they develop a normative commitment based on a
moral obligation to reciprocate the positive treatment they receive. This sense of duty can

enhance employees' willingness to stay with the organisation and contribute to its success'!’.
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Individuals have high commitment toward their organisations if they have good
connections to their organisations. A high organisational commitment benefits the employee, the
organisation, and society'?’. Thus, the commitment of healthcare professionals can be seen as a
bridge between individual professionals and their health organisations. Organisational
commitment plays a pivotal role in determining whether an employee will stay with the
organisation for a longer period of time and work passionately towards ieving the
organisation’s goal'?*, QJO

¢\
3.2.3 Self-Determination Theory $Q

Self-Determination Theory (SDT), developed by Qnd Ryan, posits that human
motivation is driven by the need to satisfy basic p@logical needs'*. It emphasizes the

importance of the social environment in influenci individual's motivation and well-being.

competence, and relatedness'*!. Th%%\

motivation, well-being, and pefs@rowth.

At the core of Self-determination theox\ahe: three basic psychological needs: autonomy,
e

ds are essential for fostering self-determined

Autonomy refe@e need to feel in control of one’s own behaviours and goals. In the

workplace, autoréni\xa

self-initiativ@wn employees feel they have a say in their work and are not being overly

be enhanced by providing employees with choices and encouraging

contro}l(/d,Q(heir intrinsic motivation increases'*!. This sense of autonomy contributes to
workplace happiness by fostering a sense of ownership and personal investment in work tasks.
Autonomy is crucial for intrinsic motivation, as employees feel empowered to take initiative and
make decisions that align with their values and goals'#?. High levels of autonomy lead to stronger

affective commitment, as employees are more likely to feel emotionally attached to an
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organisation that supports their independence!®.

When employees perceive their work
environment as supportive of their autonomy, they are more likely to commit to organisational
goals and values, enhancing organisational commitment. A positive psychological climate
enhances perceptions of autonomy by providing a supportive environment where employees feel
empowered to make decisions and take initiative. This empowerment increases intrinsic
motivation and affective commitment, as employees feel more aligned with th@%an sation’s
C
¢\

Competence involves feeling effective and capable in ong's @ties. It is the need to

goals and values'#!.

gain mastery of tasks and learn different skills. A psycholc@lly supportive climate in the
workplace can enhance feelings of competence by provi(ql'&@propriate challenges, constructive
feedback, and opportunities for skill development”@en employees believe they are capable
and their efforts are valued, their intrinsic rn and job satisfaction increase'*!. This sense
of competence reinforces their commim& the organisation, as they feel valued and capable
in their roles!®. Happiness at worl@h ces feelings of competence. Employees who are happy
are generally more engag d@willing to invest effort into their work, which improves their
skills and performance'¢S. “Fhis boosts workplace happiness, as employees feel successful and
.
recognized. It in@s ompetence fosters a sense of achievement and pride in one’s work,
leading to hi affective commitment and a stronger desire to stay with the organisation. A

compe}a&supportive environment encourages employees to engage more deeply with their

tasks, leading to higher organisational commitment!46.

Relatedness is the need to feel connected to others. It involves a sense of belonging and
attachment to others'*!. A positive psychological climate in the workplace fosters relatedness by

promoting collaboration, support, and a sense of community. When employees feel they belong
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and are valued by their colleagues and supervisors, their intrinsic motivation and overall job
satisfaction improve!*. Workplace happiness also enhances feelings of relatedness. Positive
relationships with colleagues and supervisors contribute to a sense of belonging and community
within the organisation. When employees feel connected to their peers and supported by their
leaders, their normative commitment increases as they feel a moral obligation to reciprocate the
positive social environment they experience'¥’. This sense of belonging and {arespect
enhances workplace happiness, making employees more likely to align with @rgafiiSational goals

and commit to the organisation. O

Workplace happiness and psychological climate interrelated and together
significantly influence organisational commitment. A pc@&sychological climate contributes
to workplace happiness by providing employees wi%%pportive and fair environment. In turn,
this happiness enhances employees’ intrin@’givation and emotional attachment to the

organisation, leading to stronger affect'rv&\% mitment.

&
23 Review of Empirical stu@
N\

significant roles <n %ﬁ

experience g‘tive psychological climate, characterized by supportive management, clear

Empirical stud@ revealed that workplace happiness and psychological climate play

sational commitment!*® 14, Research indicates that employees who

comm iglon, and a sense of fairness, are more likely to feel committed to their organisation.
148,149 Furthermore, workplace happiness, which encompasses job satisfaction, work-life balance,
and a positive work environment, has been shown to enhance employee engagement and reduce

turnover rates!#.

2.3.1 Demographic Factors and Organisational Commitment
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Various demographic factors such as age, gender, education, tenure, and marital status
have been empirically studied to understand their impact on organisational commitment. A paper
examined the influence demographic variables (gender, age and work experience) might have on
teachers’ commitment'>®. Using a non-experimental research design, 150 public secondary
school teachers responded to a questionnaire on demographic information. It was found that
gender had a statistically insignificant weak positive correlation with organisatio Q%ﬂitment.
Age was found to have statistically significant weak negative correlation with™0Organisational
commitment and work experience has statistically significant weal'&ve correlation with
organisational commitment. Findings further revealed that gen e and work experience are
responsible for a 10.2 percent variation in teachers' orgam@ commitment. This means that

commitment that could be explained by other fact t covered in the study.

there were still 89.8 percent of the Varlatlons; tb&%curred in teachers' organisational

The findings is in contrast to a pa}@}kat examined age, gender and organisational tenure
as antecedents to organlsatlonal cém ment'3!. The paper found that there is no significant
difference among gender, ps and grouping by tenure with regard to commitment scores.
Similarly, another stud *m stigated the direct and indirect effects of demographic factors on
employee comp@%&on job satisfaction and organisational commitment in private higher
educatlonal%gjtes in Bangladesh'*2. Using a structural equation modelling, data from 515
were a\@%ﬁd. The results showed that though demographic factors have no direct impact on
organisational commitment, they have indirect impacts on organisational commitment through

the mediation of compensation structure and faculty job satisfaction.

Another study investigated demographic characteristics as antecedents of organisational

commitment'>. Age and gender significantly negatively affected overall organisational
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commitment, continuance and normative commitment, while marital status affected the same
significantly positively. Work experience and duty station affected affective commitment
positively but continuance commitment negatively. Employees’ work location significantly
affected continuance and normative commitments. Level of formal education insignificantly
affected all types of commitment consistently. The findings imply that wgraphic

characteristics played a significant role as antecedents of organisational commitzfQ

A paper explored the predictive value of demographic Variables&ergﬁed work stress,
and job satisfaction with regard to organisational commitment_i Qesm. Using a cross-
sectional research design, data was collected from 189 nurses hospital in southern Taiwan.
The finding revealed that societal support and job sa '@m were identified as the most
significant predictors of organisational commitmenté%g the COVID-19 pandemic, explaining
47 percent of the total variance in organisa@fgmmitment. It was also found that level of

perceived work stress was highest amd\(&e participants who were married and had young

children. Participants with a ba@ degree or higher, a monthly income > NT$70,000, or

with children reported re@igher levels of job satisfaction and organisational commitment.

A study @ucted to explore the demographic characteristics of optical sector
employees, eir relationship to organisational commitment and job satisfaction.!> Some
320 ob‘&s participated in the study, and findings suggests that the sum of organisational
commitment, affective commitment, continuance commitment, and normative commitment were
average among the sampled population. It was found that there is a significant relationship
between demographic factors such as gender, age, marital status, education, title, income levels,

working time in the profession, and job satisfaction and organisational commitment. Similarly, a
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paper investigated the influence of gender, age and work experience on the commitment level of
employees in the thermal power sector'S. The data from 379 participants were statistically
analysed and it was found that age played a crucial role in organisational commitment levels. It
was found that commitment increases with the age of employees. However, gender did not make
any variation in organisational commitment, which means that male and female gmployees
express similar commitment toward their work. The study further indicated that @&mrience

significantly influences organisational commitment. <

¢\

A quantitative study was carried out using a causal analysi Q:termine the effect of
demographic factors and compensation on organisational com ent with job satisfaction as a
mediating factor'>”. 109 employees of the Inspectorate &@ of Merauke and Boven Digoel
Regency, and the result suggested that demog@{a factors had a negative effect on
organisational commitment and compensat@@ did not have a significant effect on job
satisfaction. It was found that job satﬁ@on also had a positive and significant effect on
organisational commitment. Cor{r@i?ion mediated the relationship between demographic

factors with organisation;l @Qﬂitment and job satisfaction. Job satisfaction mediated the

relationship between c sation with organisational commitment, but did not mediate the
o \x‘
relationship betw@em graphic factors with organisational commitment.

O

Sc@uthors investigated the influence of socioeconomic characteristics as well as
organisational profile as predictors of the organisational and career commitments of real estate
employees in the employment of private estate surveying and valuation firms'>. A total of 124
surveyors and valuers participated in the study. The findings revealed that male real estate
employees reported a higher level of organisational commitment compare to female real estate

employees, although, female employees showed a higher level of career commitment.
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Demographic factors such as age, management level and professional qualification had a
statistically significant relationship with career commitment, factors relating to marital status,
academic qualification, management level and firms’ year of the establishment were statistically

significant with employees’ organisational commitment.

A study examined the three-dimensional organisational commitment and i%fects on
socio-demographic factors such as gender, age, and tenure of Nepal Tele @ployees”g.
Using random sampling technique, 322 samples were gathered and it was ;;mﬁd that age and

work experience had significant correlation with employees’ no e commitment while

higher working years of employees are different from less e@en‘[ial employees in terms of

overall commitment and continuance commitment. QQ
A scholar examined how employee ance is influenced by organisational

citizenship behaviour and workplace happi &ewentions in organisations!®’. The study aim
was to clarify the relationship betweert.t%& emographic traits of workers and their organisational
commitment. In the study, a m@uestionnaire were distributed to a total of 304 employees.
Findings showed Variatic@ mployees' organisational commitment as related to their age,
duration, and edu@a& There was also disparities in organisational commitment relating to

gender and Eargsl’ status. The study also indicate that distinct subcategories of each

demogra[@ait correspond to varying organisational commitment levels.

N

2.3.2 Workplace Happiness and Organisational Commitment

Workplace happiness is strongly linked to job satisfaction, which is a critical determinant
of organisational commitment'®> 12, Employees who find joy and satisfaction in their roles are

more likely to develop a strong attachment to their organisation. Some scholars examined the
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role of work-life balance and job satisfaction on organisational commitment among healthcare

professionals!®!,

Utilizing a cross-sectional research design, a total of 235 healthcare
professionals were sampled and finding revealed a significant positive correlation among work-
life balance, job satisfaction and organisational commitment. The finding also suggested that
communication satisfaction and work satisfaction accounted for 61 percent of the variation in

organisational commitment. The study reveals that work satisfaction and :Qm ication

satisfaction are important in building a sense of commitment in healthcarX essionals.

Another study investigated the effect of job satisfact the organisational
commitment higher education administrators by underst the relationship between
organisational commitment and overall job satisfactt&@Some 383 questionnaires were
administered to administrative staff members a%’bstrong correlation between affective
commitment and job satisfaction; and mode@%laﬁons between job satisfaction and moral
imperative. Finding also showed a sttm orrelation between indebted obligation and job

N

satisfaction. However, the studyé@ ed a weak correlation between job satisfaction and

N

continuance commitmen@tudy, job satisfaction contributed positively to the prediction of
or.

affective commitment,§
° \'

A journal &xdmined the influence of nurses working motivation and job satisfaction on

imperative, indebted obligation and continuance commitment.

intention %@h as an empirical investigation in Taiwan'®. The author hypothesized that higher
levels on general job satisfaction among nurses, including overall satisfaction with their
professional role and general job happiness will lead to lower intention to quit. Data was
collected by administering survey questionnaire to 648 nurses in 3 hospitals in Taiwan with 82
percent response rate. Findings revealed that job satisfaction, general job happiness, satisfaction

with salary and promotion, institution, educational background, and age of nurses’ youngest
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child were factors that are significant predictors of nurses’ intention to quit. Some scholars
studied the association psychological contract breach and happiness at work in the health care
sector using the double mediation of colleague support and deviant workplace behaviour to

understand the variables!'®*

. The study sampled 401 employees in the health sector in Lahore,
Pakistan. Findings of the study indicated that there is a negative relationship between
psychological contract breach and happiness at work. It also revealed that Q%lhere is
manifestation of psychological contract breach, colleague support is reduced\whi¢H In turn leads

to reduction in workplace happiness. The study also showed that @ ere is presence of

psychological breaches, deviant behaviour increases which in t@ uces happiness at work.

Some scholars investigated the effects of job cr; @bumout and job satisfaction on
nurses’ turnover intention!$>. Data was collected f@ total of 212 nurses working in three
Korean hospitals. Findings revealed that pn@focused job crafting had direct effects on
burnout and job satisfaction and results @gd that promotion-focused job crafting had indirect
effect on job satisfaction via bum%’{f{?sults also indicated that promotion-focused job crafting
had an indirect effect that is@ated by burnout and job satisfaction. Result also showed that
promotion-focused j o%&g had mediation effect on turnover intention through burnout and

job satisfaction. <B§a\¥

strengthenil)@‘rses' promotion-focused job crafting and lowering turnover intention by

n the results of the study, the strategy of reducing burnout by

increas\s&b satisfaction can have a positive effect on organisational performance.

A research aimed at examining the linkage between work-related factors, person-
environment fit, work-family balance and perceived job security, employee satisfaction and
organisational commitment by understanding the insights from public health professionals!®S.

Participant were selected using stratified sampling to sample 287 professionals in three public
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health institutions in Gauteng, South Africa. Findings revealed that there is a positive correlation
between job security and person-environment, and this as a result predicted employee
satisfaction. Findings also showed a weak association between work life balance and employee
satisfaction, and also a strong relationship between employee satisfaction and organisational
commitment. The study provided evidence on how both work-related and human-related factors

could contribute to the prosperity of the public health sector, both at micro and m levels.

A journal examined empowerment, job satisfaction and organis@&commitment by
studying a comparative analysis of nurses working in Malaysia an. d'%’. The main aim of
the study was to explore the relationship between nurses’ en@verment, job satisfaction and
organisational commitment. To achieve the aim of the st Qta was collected through a survey
sampling a total 556 registered nurses in two teachi%%&pitals in England and Malaysia. Study
findings revealed that the Malaysian nurs@rpmore empowered and committed to their
organisation and the English nurses were)\@ satisfied with their job. A study utilized sampling
approach to examine mediatingélc? of work satisfaction in the relationship between
organisational communic t]ﬁ%\aﬁsfaction and organisational commitment of healthcare
professionals!®®. Some Qﬁealthcare professionals participated in the study, and findings

revealed that w@i faction partially mediates the relationship between organisational

communica@tisfaction and organisational commitment.

A’study investigated the influence of job satisfaction and job commitment among health
care worker in community clinics in lower Perak District, Malaysia'®. Data was collected by
administering survey questionnaires to 141 staff from 7 community clinics. Findings suggested
working condition, pay and benefit were three factors that significantly motivated job

commitment. In contrast, none of the predicting factors of job satisfaction was significantly
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associated with job commitment. The findings indicated that the motivational needs of health
care employee was still situated at the low level of Maslow’s motivational needs pyramid, i.e. the
belongingness level. The study also indicated that the community health care workers have
similar organisation behaviour, which was consistent to custodial model. Pay and benefit were

the most important attractions to motivate them continuously.

>\

A scholar studied the secrets of happiness at work through a cas @of private
healthcare providers in Dubai!”’. The aim of the study was to explore %gﬁ‘ch as effective
working relationships with colleagues, company’s financial stabilj al work-life balance,
attractive salary, interesting job, recognition, good relationsw1th superiors, job security,
autonomy, company values, appreciation for work @Qming and career development
opportunities that might have a significant effect 6’6ppiness of employees working in the
private healthcare sector. Data for the studys@ ollected through survey questionnaire to six

hundred and fifty employees in 27 healﬁ\t%}s organisations. Data responses were a total of 443

with a response rate of 68%. Fir@é? showed high levels of healthcare employee happiness

N

which help to empower and @Jade colleagues, especially when they are faced by challenges
1 é

while dealing with criti Ith care issues of the patients.

N

Some& rs studied work engagement as a mediator between organisational
commitm; %d job satisfaction among community health-care workers in China!”!. The study
aim toMerstand the various levels of organisational commitment, job satisfaction and work
engagement among community health-care workers in China, and to explore relationships
between measured variables. Using a structural equation model to analyse data from 1404
comminuty healthcare workers, findings revealed work engagement and job satisfaction

positively correlate with organisational commitment. Findings also showed that there was a
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direct and indirect influence of organisational organisation on job satisfaction which was
positively mediated by work engagement. Improvement in work engagement may lead to higher

level of job satisfaction and organisational commitment.

A study explored the impact of job satisfaction on creating a sustainable workplace,
through the lens of empirical analysis of organisational commitment and lifestyle b%viourm.
Data for the study were collected using a purposive sampling technique a nses were
gathered using an online survey. Findings revealed that organisatioxﬂg«mitment has a
positive association with workers’ job satisfaction, while work stress Qa negative association
with job satisfaction. Similarly, job characteristics and job lvement also have a strong
positive association with organisational commitment, w&@ turn has a significant impact on
job satisfaction. Findings also indicated that lifesty@{baviour have a positive association with
work stress and job burnout negatively inﬂ@"bg job satisfaction. Another study aimed to

determine the predictive power of job’\ﬁé%faction and occupational stress in organisational

commitment among midwives'”. @e random sampling was used to select 107 midwives

Q)

working in maternity w§d®ndings revealed a significant negative correlation between

occupational stress an anisational commitment, and a significant positive correlation
o )\'

between organi@ ommitment and job satisfaction. The study suggested that job

satisfaction @edict organisational commitment better, indicating that even with the pressures

and clﬁ&es in the midwifery profession, midwives can still be committed and engaged by

enhancing their job satisfaction and decreasing occupational stress.

A scholar examined the influence of work motivation, job satisfaction, and organisational
commitment on employee performance with work discipline serving as a mediator!™. Data for

the study was gathered by administering questionnaires to 49 civil servants in Tegal City
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Diskominfo and was analysed using Structural Equation Modelling (SEM). Findings showed
partial significant positive influence of job motivation, job satisfaction, and organisational
commitment on employee work discipline. Another major finding is that work discipline and
organisational commitment have significant and positive influence on employee performance,
while job motivation and job satisfaction have no influence on employee performance. A
researcher also studied organisational commitment and job satisfaction amo %p yees!”.
Data were collected from a sample of 80 employees from different com a@gd institutions
through survey questionnaires. Although findings revealed a signif@&laﬁonship between

organisational commitment and job satisfaction, there was_nd, significant difference in

organisational commitment and job satisfaction among mal cmale employees.

A study aimed to understand employees’ ps%%gical risk such as a change in lifestyle,
tiredness, burnout and a drop in job satisfré. The authors explored the impact of job
satisfaction on creating a sustainable wo@e, especially analyzing organisational commitment
and lifestyle behaviour. Using a n@{gcgbability sampling method, data of logistics company’s
employees were collected t : online survey. It was found that organisational commitment
has a positive associatiﬁn ith workers’ job satisfaction, while work stress have a negative

1

[ ]
association with ‘ob’\s\af

strong posi@sociaﬁon with organisational commitment, which in turn had a significant

sfaction. Similarly, job characteristics and job involvement also had a

impact\Q%ob satisfaction. Findings also indicated that lifestyle behaviour had a positive

association with work stress and job burnout negatively influencing job satisfaction.

Most organisations are human-capital intensive, especially higher citadel of learning'”’.
Practices followed by a university for enhancing the satisfaction of its teachers may be of great

help in attracting, retaining and managing highly qualified and competent teachers. A study
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investigated the effects of job satisfaction on organisational commitment among university
teachers in India. Using a structural equation model to analyse data from 396 academicians, it
was found that job satisfaction influences the organisational commitment of university teachers
in India. An astonish finding showed that with as low as one percent in estimates of pay, job
security, organisation support and job challenge would increase by 21, 36, and 49 percent
respectively in organisational commitment of university teachers. Findings of th Qy dicates
that there are several factors influencing organisational commitment of wh hg challenge is

the most significant contributing factor, followed by organisational co@'t nt and pay and job

security which help in motivating and retaining the teachers 6 er education institutions in

India. Q

Happy employees are more engaged in 6%work. Engagement involves a deep
connection and enthusiasm for one’s job, \h@’gten translates into higher productivity and
commitment. Research indicates that en@ employees are not only more productive but also
more likely to stay with their emp]@&cs?thus fostering long-term organisational commitment. A
paper examined the effect f@g\ness at work on employee engagement and intention to stay of
hospital employees'’8. (The=study adopted a cross-sectional research design to sample 154
respondents. Dat@%aalysed using PLS which yielded a positive and significant relationship
between hap&%s at work and employee engagement. The result also show that employee
engage}\w% has positive and significant relationship with intention to stay; and happiness at
work has no direct relationship with intention to stay, but has relationship through employee

engagement.

Albert Schweitzer remarked that "success is not the key to happiness, happiness is the

key to success"!”. However, many organisations continue to view employee happiness as an
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insignificant factor, unrelated to financial results. A paper examined the association between
employee happiness and outcome of organisational interest'”. It was found that employee
happiness’s ability can significantly mediate the relationship between job demands and
organisational outcomes. A high level of job demands decreased employee happiness, which
subsequently decreased employees’ organisational commitment, task performance, and
contextual performance, while increasing turnover intentions and counter@ti e work
C
¢\

A study examined employees work engagement by est @ng correlations with

behaviours.

employment personal characteristics, organisational commit and workplace happiness!'®’.
Data for the study was collected from 76 employees of %Qcturing companies in Manila and
Phillippines. It was found that participants had a hi %el of employee work engagement and
job satisfaction, and a moderate level of emganisational commitment. There was also a
significant positive correlation betwe@ level of employee engagement and employee
happiness at work. Similarly, som%k\caars investigated the role of employee engagement, job
satisfaction and organisati n@%mitment on happiness at work at a Saudi organisation'®!. The
authors utilized a simp §dom sampling and three thousand copies of a questionnaire were
distributed to th .e’\f) ees with a response rate of 23.5 percent. The findings showed that

workplace ess influences organisational commitment. Employee engagement and job

satisfa}@%lso contributing factors to the individual’s happiness at work.

A research investigated the relationship between two measurements of employee
engagement, that is, job engagement and organisational engagement, and the dimensions of
organisational commitment!®?. The study adapted a quota and convenience sampling and

questionnaire was distributed to 336 employees of banks in Jordan. It was found that frontline
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employees who have high job engagement and organisational engagement will have high level of
affective and normative commitment. Conversely, high employees' job engagement can

significantly influence employees' continuance commitment.

Another scholar examined happiness, work engagement, and organisational commitment
of support staff at a tertiary institution'®3. The study used a cross-sectional surv&ign and
sampled 123 support staff members from a tertiary education institution in S 1@ ica. Result
showed a significant positive relationship between work engagemen@iﬁpines& It also
indicated that happiness and work engagement have predictive value fective organisational
commitment. This finding is in line with another scholar that ined the impact of employee

empowerment and employee engagement on organi&tio commitment and found that

employee engagement and empowerment enhances @’sational commitment of employees.

O
A study examined the impact of eg’%yee happiness on organisational citizenship
behaviour with special reference to t@g&e tive level employees in selected leading mobile
telecommunication companie&lg@ from 153 executive level employees using simple random
sampling technique and @revealed that there is a positive strong relationship between the

employee happiness rganisational citizenship behaviour. A scholar examined happiness at

N

work using E i-criteria  decision-making approach!®5. Data was collected from key

represent of information technology (IT) firms located in India using the decision-making

%

[oN

trial and evaluation laboratory (DEMATEL) technique to establish causal relationship among
enablers of happiness at work. The study findings indicated that 5 out of the 12 enablers as

causal, namely, transformational leadership, authentizotic work climate, person—organisation

work fit, organisational virtuousness and meaningfulness in work.
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Some scholars studied impact of work life balance on job satisfaction with mediating
relationships of employee engagement and organisational commitment!®®. Data for the study was
collected from 202 respondents and responses were analysed using bivariate and multivariate
analysis. The findings indicated a negative significant relationship between work life balance
and job satisfaction. Findings also implied that employee engagement mediates the relationship
between work life balance and job satisfaction, and a negative insignifican Q%aship is

gpositive and

depicted between work life balance and organisational commitment whe%sj

significant relationship was seen between organisational commitment @ satisfaction.

Some scholars explored compassion, mindfulness z@the happiness of healthcare
workers. 400 healthcare workers were randomly selected 6p9icipate in the study'®’. Responses
analysed indicated that self-compassion was sign@ly and independently associated with
perceived happiness, accounting for 39 perc&?@fgnce after factors such as age, marital status,
gender, time spent exercising and atter& to an exercise facility were adjusted. Similarly,

self-compassion is meaningfully aéﬁ?@pendenﬂy associated with happiness and well-being in

healthcare professionals. QQ\A

A scholar im@gted the relationship between workplace spirituality and organisational
citizenship be% among nurses through mediation of affective organisational commitment!88,
Using a Q’gsectional research design, 305 nurses working in public healthcare sectors in
Kerrne}ﬂan. Results showed that workplace spirituality has a positive influence on nurses’
organisational citizenship behaviour and affective commitment, with workplace spirituality
explained 16 percent of variation in organisational citizenship behaviour and 35 percent of

variation in affective commitment among nurses. It was found that affective organisational
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commitment mediated the influence of workplace spirituality on organisational citizenship

behaviour.

A study examined the organisational and social commitments and related factors during
the coronavirus pandemic of healthcare workers in northern Iran'®®. Data was collected from 260
healthcare workers of Babol. Findings showed that 27.7 percent of the healthcare z@(ers had
moderate organisational commitments and 72.3 percent had high organisati @ mitments.
Also, about 9.2 percent of the healthcare workers had moderate social@iﬂ(men‘[s and 90.8
percent had high social commitments. Study result found that the g, job position and the
area in which healthcare workers were present for service signiﬁcantly associated with
organisational commitments. It was also found that healthCare workers with master’s and

doctoral education levels had 3.482 times more so@’ammitments than others and the health

group had 2.455 times more social commitm ’Qpared to the treatment group.

°
A study investigated the role @ee engagement, job satisfaction and organisational

commitment on happiness at, Qget a Saudi organisation!”. The authors utilized a simple
random sampling and thr@%\and copies of a questionnaire were distributed to the employees
with a response raw@j percent. The findings showed that workplace happiness influences
organisational&gﬁftment. Employee engagement and job satisfaction also contributing factors
to the ind@%&l’s happiness at work. Another paper studied Employees work engagement by
establis}{g correlations with employment personal characteristics, organisational commitment

and workplace happiness'®!.

Data for the study was collected from 76 employees of
manufacturing companies in Manila and Phillippines. Data were analysed using correlation

analysis and result revealed a high level of employee work engagement and job satisfaction, and
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a moderate level of employee organisational commitment. There was also a significant positive

correlation between the level of employee engagement and employee happiness at work.

A study examined investigated the mediating role of work happiness on the relationship
between value congruence and organisational commitment!®?. In the study, a random sampling
technique was used to select participants and 386 responses were analysed using -SmartPLS3.
Study results showed that congruence and work happiness have a positiv significant
influence on organisational commitment. Also, result indicated that wor@%ﬂéss also mediate
the relationship between value congruence and organisational ¢ ent. Some scholars
investigated happiness at work, organisation citizenship bur and workplace diversity
through a study on Indian private sector bank employ @The paper aimed to understand
whether employees’ perception of diversity manageébbractices will mediates the relationship
between happiness at work and organisationa@gship behaviour. A total of 498 employees of
three major private sector banks in the-D@{ﬂCR region were sampled and their responses was
analysed using structural equatio@caelling. Happiness at work has a significant positive

impact on organisationa: @whip behaviour, and employees’ perception of diversity

management plays a St&i ediating role between the relationship of happiness at work and

o \'
organisational cit‘zemhlp

chaviour.

A@%&r conducted an analysis of employee happiness, engagement and organisational
commit\mélt in the banking sector of India'®*. The study aimed at identifying a relationship
between employee happiness, employee engagement and organisational commitment and tries to
understand role of employee happiness and employee engagement in predicting organisational
commitment in the banking sector of India. 337 bank employees participated in the study, and it

was found that a significant positive relationship exist between employee happiness and
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engagement. It was also indicated that employee happiness and engagement can accurately
predict organisational commitment for the employees working in the Indian banking sector. A
paper studied happiness at work through the lens of organisational culture, job embeddedness
and continuance commitment!'®>. Data for this study includes the administration of questionnaires
to fifty-nine administrators, leaders and workers. The result indicates that thvx;vere no

statistical significance between being happy at work and not being happy at WfQ; ding to

C

A scholar studied happiness, work engagement and o gonal commitment of

continuance commitment.

support staff at a tertiary education institution in South Afric he main aim of the research
was to understand the relationship between happiness v@ engagement and organisational
N
commitment and to determine whether happiness %%rk engagement can accurately predict
organisational commitment of support staff: ’Qstudy, a cross-sectional survey design was
used by administering questionnaires m&%‘ple of 123 support staff members from a tertiary
education institution in South A@@% The study findings indicated a significant positive
relationship between affectiv.@sganisational commitment and work engagement, as also seen

between affective org§ fonal commitment and happiness. The study result also indicated
1

significant positi{e rz\éf onship between work engagement and happiness.

O

233 P@Iogical Climate and Organisational Commitment

Employees' perceptions of their work environment can influence their behaviour and
attitudes towards the organisation, including their commitment to the organisation. Some
scholars studied the role of psychological climate in mediating the relationship between

leadership and organisational commitment!®’. The study used a saturated sampling method and
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collected data by administering questionnaires to all members of the cooperative in members in
Bali and data responses were analysed using PLS. It was found that leadership has a positive
influence on organisational commitment and psychological climate, which in turn provides

positive organisational commitment.

Organisations may need to manage not only the physical and cognitiv%rgies of
employees but also their psychological connection to their work and the orga . Providing
a positive, fulfilling work environment that supports employee well-beir&gﬁial, as it allows
employees to improvise and contribute to organisational success. ally, the psychological
climate can significantly impact organisational effectiveness.@vever, this relationship is not
straightforward; for a positive climate to enhance orﬁgonal performance, it must first
positively affect individual-level outcomes. Aé{by examined psychological climate,
organisational commitment and morale by@l%ring its implications for Army Captains'
Career Intent'*8. The aim of the researel{% to understand how work experience can contribute
to junior officers’ intentions to leaér»hc?army. Data from 649 captains was analysed and it was
found that psychological i .\ intents to leave the Army by influencing captains’ affective
commitment and morale. Fhe psychological climate dimension of leadership had the largest

S

impact on affect&e&x

did not inte ith continuance commitment to predict intent to leave. However, the findings

itment, morale, and intent to leave the Army. Affective commitment

also re}\a% that affective commitment did not interact or influence continuance commitment to

predict intent to leave.

Some scholars examined the moderating effect of organisational tenure on relationship
between psychological climate and affective commitment!®®. Data for the study was collected

from a total of 1117 with a response rate of about 53 percent from public sector agency in West
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Australia. The results revealed that affective commitment is stronger for employees with longer
tenure, while perceptions of psychological climate appear to be less positive for these employees.
It was also discovered that the moderation effect for tenure is as a result of the importance of

supervisor involvement to affective commitment for employees with one to nine years' tenure.

Organisations require employees to be proactive, take initiative in their ro%nd stay
dedicated to maintaining high performance standards. A paper examined psyc @: al climate
and organisational effectiveness by understanding the role of work agé«entm. Using a
structural equation model, data from a total of 300 employees in di service organisations
in India were analysed. It was found that work engageme@ly mediates the relationship
between psychological climate and organisational efﬂ%@ess, suggesting that employees'
engagement with their work plays a significant 6’bln shaping the effectiveness of their

organisation. A positive and supportive c@q needed for human resources to achieve

sustainable growth and performance. &
&

Role clarity involves ur@nding job responsibilities, expectations, and the scope of

one's role within the org@n. Empirical studies suggest that high role clarity is positively

associated with OC:\QAS)MI commitment. When employees have a clear understanding of their

roles, they a6

commitm%’.bConversely, role ambiguity can cause stress and dissatisfaction, reducing

e likely to feel competent and satisfied, leading to higher levels of

commit\mélt levels. A study investigated the role of leadership styles in influencing commitment
to service quality with the moderation of role clarity?®!. Data from 315 medical officers from 43
public-sector hospitals was analysed using the partial least squares structural equation modelling

(PLS-SEM) technique and Smart PLS 3 software. It was found that role clarity moderated the
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relationships transformational leadership and laissez-faire leadership with commitment to service

quality.

A study explored the effect of perceived role clarity on innovative work behaviour
through the mediation of intrinsic motivation and job involvement?*?. Some 613 employees
belonging to 196 organisations operating in India participated in the survey. The ﬁn%showed
that that intrinsic motivation and job involvement individually and serially mee effect of
perceived role clarity on innovative work behaviour. It shed importance)ﬂ{egedved role clarity

in developing positive work attitudes and innovative behaviour am% loyees.

A scholar utilized a cross-sectional design to deter@Q\ether contextual factors such
as role clarity influences the relationship betwei&uthentic leadership, psychological
empowerment and work engagement?®, Data fi 6 employees was analysed and it was
found that the value of authentic leaders '\\ernhance work engagement, both directly and
indirectly via psychological empow@{ esults also concluded that authentic leadership
exerts its influence on work.e@ent through psychological empowerment, regardless of
employees’ levels of r@@%\lty Similarly, a paper investigated the mediating effect of
resilience and role € h&with the conditional indirect effect of intrinsic motivation in the role of
transformatio guzrship in reducing the risk of burnout among hospital employees?’*. Using a
structural@lion model to analyse data collected from 398 employees, it was found that
transfoéﬁional leadership significantly reduces burnout. Findings revealed that resilience and

role clarity mediate the relationship between transformational leadership and burnout.

Role clarity for employees in human service organisations is crucial. It is directly and

positively linked to organisational commitment and can also foster positive work attitudes such
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as job involvement and job satisfaction. This, in turn, enhances the organisational commitment of
social workers. A paper investigated the relationship of role clarity and organisational
commitment by integrating the mediating effects of job involvement and job satisfaction of

social workers2%?

. Data from 330 social workers was analysed using partial least squares
structural equation modeling. Result showed a partial mediation effect of job involvement and
job satisfaction in simple and jointly as serial mediation models between the di eQ%Iionship
of role clarity and organisational commitment. The findings highlig edQe sequential

relationship between job characteristics (role clarity, job involvemen b satisfaction) and

O

Job satisfaction is positively influenced by ro@ty, which in turn enhances job

the behavioural outcome of organisational commitment.

satisfaction. This improved job satisfaction positiv@bacts nurses' roles and responsibilities,
ultimately influencing their commitment to isation. A paper investigated the influence
of role clarity on job satisfaction amon es?%, Data from 141 nurses was analysed, and it
was found that nurses’ perceptio%fc?t role clarity correlated positive with job satisfaction
dimensions of communic ti@n relations. Communication and relations correlated positive
with educational qualifi $ and marital status respectively. Nurses are aware of causes of role

[ ]
ambiguity, and ‘ur&p rception about role clarity correlated positive with job satisfaction

dimension unication and relations.

Q
Rne authors examined the mediating role of role clarity and affect-based trust
relationship in organisational socialization tactics and newcomer adjustment?”’. They examine
two pathways through which organisational socialization tactics influence newcomers'
adjustment. First, by reducing job-related uncertainty and then, by fostering the development of

social-exchange relationships with supervisors and co-workers. Using a 3-wave study of a
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sample of 224 newcomers, it was found that role clarity which indicate of uncertainty reduction
route mediates a positive relationship between social tactics and self-rated task performance.
Role clarity was found to mediate the relationship between organisational socialization tactics

and self-rated task performance.

A study examined the relationship of role clarity and organisation-based self-esteem with
4 dimensions of commitment to supervisors and organisations (affective, no Q@ perceived
high sacrifice and perceived lack of alternatives) and turnover intentionsz& vas found that role
clarity was positively related to affective, normative, and perceiye sacrifice supervisory
commitment; while it was not related to organisational comn@nts. Role clarity of frontline
staff is critical to their perceptions of service quality ibcgentres. A paper investigated the
effect of role clarity and its antecedents and co nces on employee-perceived service
quality?®. Using a structural equation mod@ from 342 call centre representatives were
analysed. It was found that role clarity ph\Q'A)critical role in explaining employee perceptions of
service quality. Furthermore, the éga?ch findings revealed that feedback, participation, and
team support significantly er‘.@se role clarity, which subsequently impacts job satisfaction and

organisational commit }b

>

A schdlar mwestigated the effect of role clarity and work autonomy on the performance of
employee@n the mediating influence of organisational commitment®!’, Data gathered from
311 en}gyees of five different multinational telecommunication organisations was analysed,
and it was found that role clarity and work autonomy have a significant positive effect on the
work performance of individuals. Organisational commitment partially mediates the relationship
between role clarity and work autonomy with work performance among employees of

multinational telecommunication organisations. Employees who are uncertain about their job
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responsibilities tend to be less engaged and motivated at work. Therefore, organisations should
eliminate role ambiguities and conflicts to enhance staff commitment by clearly defining roles,

thereby improving work performance.

Some researcher explored the relationship between role ambiguity, role conflict, and
affective, normative and continuance commitment as mediated by job satisfaction am%g faculty

211

members-'!. Using a structural equation model, data from 133 faculty id at a US-
e

accredited university in Lebanon was analysed, and it was revealed that crease in role
ambiguity strengthens affective and normative commitmen eakens continuance
commitment. It was also found that job satisfaction partially ates the relationship between
role ambiguity and affective commitment, but does not&@]te the relationship between role
ambiguity and normative or continuance commit& Similarly, job satisfaction acts as a
mediator in the relationship between role coﬁ\@’gd commitment. Another paper investigated
the relationship between role clarity aﬁ@s)rk satisfaction among university library staff in

South-West Nigeria?!2. Data fromé rary workers was analysed and it was found that role

clarity had a substantial i% %e work satisfaction of university library staff.

Supportive K@gzment involves supervisors provide guidance, feedback, and emotional
support to thdi gﬂﬁloyees. Supportive management has been consistently linked to higher
organisati %tommitment. Employees who perceive their managers as supportive are more
likely bfeel valued and appreciated, which enhances their loyalty to the organisation. Some
scholars investigated the impact of managerial support on the employee commitment of
employees working in Hotel industry of Malaysia?!®. Using regression model, 415 data collected

was analysed and it was found that managerial support is positively and significantly related with

88



employee commitment. Managers should pay more attention to supporting employees in their

routine activities to achieve competitive advantage over its competitors.

A study investigated the mediating role of organisational commitment and person—
organisation fit between the causal relationship of supportive work environment and employee
retention?!4, It was found that supportive work environment had a significant positivg&ociaﬁon
with employee retention. Organisational commitment and person—organisa t acted as
mediators between the relationship of supportive work environment an@p ee retention. A
paper investigated the interplay between organisational support, Qer development, and
organisational commitment within the financial services iry in Indonesia’?'®. Data of
participants was analysed using Partial Least Squares St\&& Equation Modelling (PLS-SEM).
The study found a significant positive relatio.@"bbetween organisational support and
organisational commitment, career develo@’band organisational commitment, and the
sequential effect of organisational sup n career development, leading to organisational

commitment. The findings underscég?le importance of fostering supportive environments and

providing growth opportt%@.enhance organisational commitment.

Some schol\\%amined the mediating role of organisational commitment between
perceived org&g‘ﬁnal support and employees' perceptions of unethical pro-organisational
behaviou@ blic sector universities?!®. Using the Partial Least Squares Structural Equation
Modeling” (PLS-SEM), data from 233 respondent were analysed. The study found that
organisational commitment in public sector institutions mediates the relationship between
perceived corporate support and employee perceptions. Employees who adhere to management
directives and established procedures contribute to growth and generate creative ideas. The

research concluded that organisational commitment plays a crucial role in mediating the
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relationship between perceived support and employee perceptions within public sector
universities. It facilitates constructive growth and fosters creativity. Perceived organisational
support enhances commitment, and providing a supportive work environment significantly

boosts employee well-being.

A study explored the mediating role of supportive leadership in the relationsh&between
quality of work life and organisational commitment among teachers?!’. Data f@géﬂ teachers
was analysed, revealing a positive correlation between quality of worlv%g‘tﬂ organisational
commitment, with supportive leadership playing a mediating ro his relationship. The
findings suggest that improving quality of work life and fg supportive leadership can
enhance the organisational commitment of teachers, resu & a more committed and engaged
workforce. A study also aimed to determine the @of perceived organisation support on
employee organisational commitment. Data K employees of MSMEs XYZ Denpasar was
analysed using simple linear regressio@e results of this study indicated that perceived

organisational support had a positi@ﬁ? significant effect on organisational commitment.

A study explore%%\pact of contextual variables, such as prosocial motivation, on
employee discretion@haviour and organisational commitment, and the mediating mechanism
of managerial&p at work?!8, Data from 303 administrative, instructional, and supervisory
staff wor]Q@l Technical and Vocational Education and Training (TVET) for Pakistan’s public
sectorke collected and analysed using SPSS version 24. Confirmatory factor analyses
indicated a good fit model, while a correlation matrix showed a significant positive effect of
prosocial motivation on employee citizenship behaviour and organisational commitment.
Managerial support mediated the relationship between prosocial motivation and employees’

organisational commitment and citizenship behaviour.
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A journal investigated the influence of supervisor-subordinate guanxi and organisational
commitment in the information security management?'®. Data gathered from 235 Chinese
government employees was analysed. It was found that there was a direct effect of supervisor-
subordinate guanxi on government employees’ information security policy compliance but also
suggest that supervisor-subordinate guanxi indirectly influences compliance behaviqur via the
mediation of organisational commitment. Organisational commitment weake Q&egaﬁve
influence of perceived costs on compliance behaviour and also weakens the pdsitive effect of
self-efficacy on employees’ information security policy compliar low-commitment
employees, the negative influence of perceived costs on 0@nce behaviour is more
significant than that of those with strong organisational ¢ Q

ent, and self-efficacy exerts a

stronger effect on information security policy compl:'a% ot low-commitment employees than it

®%

Contribution involves employeeb&ception of their ability to make meaningful and

does for high-commitment employees.

valued contributions to the orga%g?n. When employees feel that their contributions are

recognized and valued, t i@me of purpose and commitment to the organisation increases.

Empirical evidence fro tudy shows that employees who perceive their contributions as
>

[ ]
significant are m‘re%}‘l

enhances thei erall job satisfaction and loyalty. A paper examined the direct and indirect

to develop strong affective commitment. ( ) This sense of contribution

effect hq%en meaningful work and affective commitment to change with work engagement as
a mediator??’. Utilizing a structural equation model, data from 501 faculty members from 16
higher education institutions in Indonesia. It was found that work engagement functions as a
partial mediator in the relationship between meaningful work and affective commitment to

change. Organisations need to create an atmosphere that creates meaningful work experiences
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and increase work engagement to foster affective commitment to change to drive successful

organisational transformation.

Meaningfulness of work leads to positive job-related outcomes, resulting in employees
who are engaged, satisfied, productive, trustworthy, and devoted. A paper examined the
relationship between meaningfulness of work, employee engagement, and affective GQ&mtment
particularly, the mediating influence of affective commitment on the relatio s Data from
319 employees was analysed and it was found that a positive rel iﬂ( exist between

meaningfulness of work, employee engagement, and affecti Q‘nmitment. Affective

commitment acts as a mediator on the relationship between meaningfulness of work and

employee engagement. Q
Q

Humans can find personal signiﬁcance ’g? work, making it a fundamental and
central aspect of life. A study explore ensions that contribute most to employees'
perceptions of meaningful work, t@j%h%f ncouraging job engagement and organisational
commitment??2. A total of 352 ahty employees participated in the study. It was revealed
that employees’ meaning@x positively influences their job engagement and organisational
commitment. Work ~ekgahty, interpersonal relations, economic orientation, and obligation
norms s1gn1ﬁ g—(ffect employees’ job engagement, while entitlement norms and expressive
or1entat10% not. Furthermore, work centrality, obligation norms, economic orientation,
interpersonal relations, and expressive orientation—among the meanings of work—significantly
influence employees’ commitment. Additionally, employees’ engagement positively impacted

organisational commitment.
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A study investigated the relationships amongst psychological meaningfulness, work
engagement and organisational commitment and to test for a possible mediation effect of work
engagement on the relationship between psychological meaningfulness and organisational
commitment??*. Data from 415 working employee was analysed, and it was revealed that there is
a positive relationship between psychological meaningfulness, work engage ent and
organisational commitment. Psychological meaningfulness predicted work en en whilst

psychological meaningfulness and work engagement predict organisational c@

Some scholars investigated the mediating role of meanin ork in the effect of
organisation’s commitment to organisational citizenship beh r?*4, Using a PLS structural
equation model, data from 104 participants was analysed '@‘mdings indicated no relationship

\

between organisational commitment and organisati itizenship behaviour. However, there
was a significant positive relationship betw1sat10n commitment and meaningful work.
There was also a link between meaning%rk and organisational citizenship behaviour. It was
shown that meaningful work is t@QcRy difference between organisational commitment and
citizenship behaviour. Or a@ional commitment and citizenship behaviours are related and
reinforced by meaning %k
N

A scl% plored the relationship between employees’ meaningful work and
organisati@%butcomes at public Jordanian universities with individual work performance as a
media&variablem. Data from 442 participants was analysed. It was revealed that that
meaningful work has a positive relationship with organisational outcomes. The findings also
indicated that individual work performance showed a partial mediating role in the link between
meaningful work and organisational outcomes. Another paper examined the relationships

between corporate social responsibility and employee commitment using both social identity
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theory and social exchange theory by developing a conceptual model which incorporates
mediation effects of meaningful work and positive affect??S. Using the structural equation model,
data from 410 was analysed. The findings indicated that there was a positive relationship
between corporate social responsibility perceptions and employee commitment. Meaningful
work and positive affect were found to partially mediate the relationship betweexorporate

S

Recognition involves acknowledging and rewarding employ& ievements and

social responsibility and employee commitment.

contributions. Recognition is a powerful driver of organisational co ent. When employees
feel recognized and rewarded for their efforts, they are more @r to remain committed to the
organisation. Research indicates that intrinsic motivati%gren by recognition, significantly
enhances organisational commitment. Employees @’breceive regular recognition are more
motivated and engaged, leading to higher co@n‘[ levels. A study explored the influence of
recognition and reward on employee -eﬁ@tment and performance??’. It was found that the
relationship of elements or Variab%@ job performance of employees with job security, job
satisfaction, performance @ reward system, employee turnover, employee commitment,

and organisational prod

.

X

A stu Qined the interconnectedness of commitment, satisfaction, recognition,
reward, a%%anisational justice with employee engagement level??. It was revealed that there
was a\sfr/c>ng positive correlation between elevated engagement and enhanced employee
experiences, characterized by deeper involvement, heightened motivation, and greater job and
company satisfaction. It was also shown that increased engagement translates into tangible
organisational benefits, including significantly improved productivity, superior work quality,

reduced employee turnover, and ultimately, enhanced organisational performance.
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A scholar examined the relationship among reward, recognition and motivation while
working within an organisation®?, 250 self-administered questionnaires were distributed among
the employees with a response rate of 88 percent. Findings revealed that dimensions of work
motivation and satisfaction are significantly correlated and reward and recognition have great
impact on motivation of the employees. Another study examined the impact of reward and
recognition on job satisfaction and motivation?*’. The authors aimed to identify Q&ic staff’
and administrators’ perceptions about reward and recognition and to explainf™Challenges of
reward implementation in private tertiary institutions. Data from @x:ademic staff were

analysed, and it was found that rewards had a positive im ct%work motivation but no

significant relationship existed between reward and job sati

QO

Self-expression is the ability of employees t&bess their individuality and creativity at
work. A work environment that encourages sssion fosters higher levels of organisational
commitment. Employees who feel they&&gxpress themselves are more likely to be satisfied
and committed to their organisatéf? study examined the influence of self-expression on
organisational commitment. @%9 individual interviews were conducted and it was revealed
that there were opportu éof expressing identities in business and work organisation, but they
were limited and@&ﬁo the job and organisation?*!. Expression of the "real-self" will lead to
the developi identification with the organisation and contribution to the organisation
beyon&‘&call of duty". A scholar explored the role of self-definition in identity enactment
leading to organisational commitment?*?, Utilizing an in-depth qualitative analysis, it was found
that employees’ desire to develop meaningful self-definition in relation to their profession or/and

organisation leads to a strong identification.
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Challenge involves to the extent to which employees feel that their job provides
opportunities for growth, learning, and development. Jobs that offer appropriate levels of
challenge are linked to higher organisational commitment. When employees are challenged, they
are more likely to feel engaged and motivated, leading to greater loyalty to the organisation. A
paper examined the relationships between promotion, development, and recognition
opportunities at work and organisational commitment, and whether these r Qﬁsdps are
moderated by the job opportunities employees have in other organisatiofis*®. Using a
hierarchical multiple regression analysis, data from 550 employeg«as analysed. Finding
showed that opportunities for development and recognition e 1ct0rs of organisational
commitment. Job opportunities negatively moderate t@ 1onship between recognition

opportunity at work and organisational commitment, at promotion opportunity does not
pp y g 12 % p pp y

Nl

Many studies in organisationak b@siour consider organisational commitment and job

predict organisational commitment.

involvement to be closely link%&%?search has assessed the impact of job enrichment
characteristics on manager idenfification and involvement and found that job characteristics and

task identification wer§ 1cant predictors of organisational involvement. Work engagement,

organisational co@}ﬁn

challengmg@condltlons to enhance employee passion and performance. A paper exam the

t, and employee performance, highlighting the importance of creating

linkage\&een organisational commitment and work engagement to employee performance?*,
Data from 274 workers was analysed and it was found that a positive relation exist between
performance and effective commitment, normative commitment and work engagement with
engagement showing a stronger association. Work engagement was relevant to explain employee

performance because commitment did not present significant predictor strength.
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2.3.4 Organisational Commitment Variation in Specialisation among Healthcare

Workers

Organisational commitment in healthcare is crucial for job performance, retention, and
patient care quality. Addressing challenges like workforce shortages and high turnover rates is
essential. Research shows that commitment is influenced by professional, demo hic, and
contextual factors, affecting employees' intentions to stay or leave their t% . A paper
explored how occupational roles impact the link between human resou pg,(ices and patient
care outcomes in three large hospitals in China®*. Through a cross Qonal survey involving
499 healthcare professionals, including doctors, nurses, allied workers, and managers, the
study highlighted distinct responses to HR managemen‘@&:es based on profession. Doctors
rated the quality of patient care more highly tha&ses, with ‘training,” ‘transformational
leadership,” and ‘information sharing’ si influencing nurses’ ratings. Conversely,
teamwork was more strongly associated{'\\t'}sloctors' perceptions of care quality, suggesting that

while both groups operated withi%&e same management structure, professional roles shaped

their response to HR pra@erenﬂy.

A schola@c@d organisational commitment levels among healthcare professionals,

with a focus 6p ysicians?*®, They found that physicians tend to have lower organisational
com 'tm%%ompared to other healthcare workers, a trend that remains consistent across
various countries and healthcare systems. Factors such as age, job satisfaction, and specific job-
related characteristics were shown to influence physicians' commitment to their organisations.

The study suggests that supportive work environments, autonomy, and job satisfaction are
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essential for improving organisational commitment among physicians, reinforcing the need for

healthcare institutions to adopt strategies that encourage physicians’ engagement and retention.

In a study, the focus was on the link between organisational commitment, job satisfaction,
burnout, and nurses' intention to remain in the profession (ITSN)?*’. An analysis of responses
from 756 registered nurses revealed that organisational commitment was the most&gniﬁcant
predictor of ITSN, with low burnout and high job satisfaction also playing @Qroles. This
study, conducted amid the global nursing shortage, emphasizes the @gﬂze of fostering
commitment and reducing burnout among nurses to enhance , which is critical in
healthcare management. Also, some studies assessed organisal commitment and turnover
intentions among nurses in Portuguese public hospitalsmge study found that high levels of
affective and continuance commitment were assoc%’bvith reduced intentions to leave. Both
structural factors (such as staffing and Wor®ronment) and individual characteristics were
linked to commitment and retentiort.’\%%gite challenges like staffing issues and limited
professional growth oppoﬂunitieélrses exhibited a satisfactory level of organisational
commitment. QQ\A

Some aut @ucted a cross-sectional descriptive study in a Saudi Arabian public
hospital to as& nurses' organisational commitment and the influence of sociodemographic
factors. L@rga modified version of the three-component model (TCM) questionnaire, they
surveyed a sample of 384 nurses and found that nearly half of the nurses had positive responses
to organisational commitment items. Commitment levels varied significantly across age groups,

with age serving as a primary predictor of commitment. The findings suggest that both age and

nationality positively affect nurses' commitment, with continuous commitment showing the
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highest positive response. In a systematic review by some authors, pharmacist turnover rates and
intentions to leave their roles or the profession were examined through data sourced from six
databases?*°. Out of 28 studies reviewed, results indicated an increasing turnover trend, with
pharmacists in hospitals showing higher turnover intentions compared to those in community
settings. The analysis revealed that turnover and turnover intentions in both European,and Asian

countries have gradually risen over time, underscoring a growing concern aEQph rmacist

retention within healthcare systems. &<
A study explored how job engagement impacts job perfo ong Greek healthcare

professionals®*’. From data collected from 269 participants »@ found that work engagement
significantly influenced job performance among doc%sgt was less pronounced among
administrative staff and nurses. Interestingly, doctor@%ayed higher engagement but lower job
performance relative to the other employee g@ The study concludes that professional roles
heavily influence engagement and, ir® X@ erformance, with age—though not experience—
positively affecting engagement le@&c?k study assessed healthcare workers' organisational and

N

social commitment duriIQ@OVID—w pandemic in Babol, Iran**!. Among 260 healthcare

N

workers, high levels of, commitment were observed, with none reporting low organisational
[ ]
commitment. Fa@suc as education level, job position, and work location significantly

influenced % itment levels. Those with advanced education showed greater social
commi , as did health service workers compared to treatment staff. This study highlights the
elevated levels of commitment among healthcare workers in challenging times, with education

and job positions acting as significant contributors.

24 Conceptual Model
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Workplace Happiness (WPH) Organisational commitment

e Affective commitment
e Continuance commitment
e Normative commitment

Figure 1 Conceptual Framework ( O

Psychological Climate (PC)

Figure 1 above shows the proposed relationship between the j ent and dependent
§

variables. There are two independent variables; workplace hap@ nd psychological climate.

Organisational commitment is the dependent variable an s three dimensions — affective,

continuance, and normative. E be
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Chapter Three
Methodology
3.1  Research Design

The study employed an ex-post facto research design, which is aq*ate for
investigating the relationship between variables without manipulating thQ@ta was also
collected from different sectors in various hospitals in Ibadan, ipeluding doctors, nurses,
pharmacists, technologists and administrators. This design allm@e researcher to analyse
existing conditions or events retrospectively to identify causal relationships. In this
context, the ex-post facto approach was suitable for e»@sining how workplace happiness and
psychological climate influence organisational co ent among healthcare workers in Ibadan,
as these variables cannot be experimentally (%%\QHGd or manipulated. Workplace happiness is a
continuous variable occurring at twoé—%&s (high/low). Similarly, psychological climate is a
continuous variable occurring a% levels (high/low), and organisational commitment is a
continuous variable with@ﬁmensions (affective, continuance and normative), all occurring

two levels (high/low a% and work experience were controlled in this study.

The s@ utilized a quantitative method of data collection, employing structured
questis@cs to gather information from healthcare workers across various institutions in
Ibadan. The questionnaire was divided into three sections, capturing demographic data, measures

of workplace happiness and psychological climate, and levels of organisational commitment.
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3.2  Population of the Study

The study population comprised clinical and administrative staff of public hospitals in
Oyo State. The hospitals selected were all government owned hospitals. The reason for using
these hospitals was that the issues investigated are prominent within governanaged
healthcare facilities. Moreover, the choice of conducting this research in Oy(SJDis because it

N

has an established healthcare system.

Table 3.1: List of Hospitals for the Study r\$
\/

S/N Name Q Staff Strength

2675

v
>
2 Jericho Nursing home ®% 139
3 Jericho Specialist Hospital « & 187
N\

4 Adeoyo Memorial Speci@faospital 219

5 Adeoyo Yeme@ 276

1 University College Hospital, Ibadan

,6 3496
Source: H m@source Office (2022)
33 Sa@ze and Sampling Technique
}1/6 study made use of a multi-stage sampling technique. Stage one involved purposive
selection of government owned hospitals in Oyo State. These include the University
College Hospital (UCH), Jericho Nursing home, Jericho Specialist Hospital, Adeoyo Memorial
Specialist Hospital, and Adeoyo Yemetu Hospital. Stage two involved stratification of the

population based on profession into five strata; doctors, nurses, pharmacists, technologists and
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administrators. Participants were equally distributed into all the strata. This enabled the
researchers to capture key population characteristics in the study sample'. Stratified random
sampling gave fewer error-margins when compared with an outright simple random sampling
technique. Sampling of the participants based on the stratum was disproportional to the staff

strength of each hospital. Stage three involved accidental sampling of participants T on the

R
e

The sample size drawn from the sampling frame (see table 3.1) puted using the

availability and willingness of the participants to take part in the study.

sample determination for a finite population'. The use of this fo Qletermine sample size
was considered necessary as the study cannot study the eopulation of the healthcare

workers in Ibadan. The formula is shown below:

S = XANP (1-P) . 6{69
d(N-1) + X?P (1-P) ®%

\
Where:
S = Required Sample size
X = Z value (e.g. 1.96 for 95percent confidence level)
N = Population Size
P = Population proportion (expressed as decimal) (assumed to be 0.5 (50percent)
d = Degree of accuracy (Spercent), expressed as a proportion (.05); It is margin of error

with target population of 3496 health-care personnel.

S= (1.96)23496 x 0.5 (1 - 0.5)

(0.05)2 (3496 — 1) + (1.96)% x 0.5 (1 — 0.5)

S= (3.8316) 3496 x 0.5 (0.5)

(0.0025) (3495) + (3.8316) x 0.5 (0.5)
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S 13395.3 x0.25

8.7375 +0.9579
S = 3348.82

9.6954
S = 336

S\

To enhance the response rate 30percent (100) of the sample size ed to the
computed sample. The addition of 100 sample was to address attritioQg!/procedure is in
concomitance with existing literature?. Therefore, the sample fo @care workers in Oyo

State, Nigeria, was 436. Hence, 436 copies of the questlonnalr ¢ administered to health-care

workers in Oyo State, Nigeria, as presented in Table 3.3 @

Table 3.2: Sample Size Distribution ’bb

S/N Name St Calculation Proportion to each
\ Hospital
A&t‘l’e’hgth
A
1 University College .$ 2675 2675/3496 X 436 333
Hospital, Ibadan QQ
2 Jericho Nurm@ne 139 139/3496 X 436 18
3 Jericho p 1st Hospital 187 187/3496 X 436 23
4  Ad emorial 219 219/3496 X 436 27
{R/' ist Hospital
5  Adeoyo Yemetu Hospital 276 276/3496 X 436 35
3496 436

Source: Rsearcher’s computation (2024)
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34 Research Instrument

A structured questionnaire comprising of four sections was used for data collection
among participants. Section one covered demographic information such as gender, age, marital
status, area of specalisation and length of service. Section two measured workplace happiness.

Section three measured psychological climate. Section measured organisational comm&ent.

3.4.1 Independent Variables QJO
¢\
3.4.1.1 Workplace Happiness $Q
Workplace happiness was measured using the Short Happiness at Work
(SHAW) scale developed by Salas-Vallina and Alegre ilQQ2 3. It included six items, rated on a
5-point Likert scale, ranging from 1 (strongly dis@to 5 (strongly agree). Two dimensions of
the scale was utilized in the study. Engageméh\@ems 1, 2, and 3) sample items included “I am
enthusiastic about my job”, and I geéoé&e away when I am working”, and job satisfaction
(items 4, 5, and 6) sample ite.mi@lded “How satisfied are you with the pay you receive for
your job?” and “How sa%@e you with the opportunities that exist in this organisation for
advancement (promq&’. Engagement is characterized by enthusiasm and passion at work and
positive mental ga.k (vigor and dedication) and job satisfaction is related to a worker’s
judgment@
work. \(

The’authors of the scale found good reliability for the scale with a Cronbach alpha of 0.87°.

working conditions. The higher the score, the happier the individual was at

The SHAW scale has obtained good psychometric properties in several studies.
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3.4.1.2 Psychological Climate

Psychological climate was measured using the Psychological Climate (PC) Scale
developed by Brown and Leigh in 1996* It measured the meaningful psychological
representations made by individuals relative to the structures, processes, and events that occur in
the organisation. This scale consisted of 21 items with 6 factors namely, supportive m&gement,
role clarity, contribution, recognition, self-expression, and challenge. Ite supportive
management included questions such as “My manager is supportive oﬂ% as and ways of
getting things done”, “I can trust my boss to back me up on decisjo Qake in the field.”, and
“My boss is flexible about how I accomplish my job obje@.” The items for role clarity
included “The norms of performance in my department 2&@ understood and communicated.”
Items for contribution included questions such as “I@rbﬂ(e a key member of the organisation.”,
and “The work I do is very valuable to «@misation”. Items for recognition included
questions such as “The organisation m(&&es the significance of the contributions I make”,
Items for self-expression includedéb feelings I express at work are my true feelings”. The
survey used a Likert scale c@ystem ranging from ‘Strongly Disagree’ to ‘Strongly Agree’.
Higher scores indicat Qer psychological climate while lower scores indicate lower
psychological cl@t’}\f e developers found a good reliability coefficient for the scale with a

.894,

Cronbach a
3.4.2 }!pendent Variable
3.4.2.1 Organisational Commitment

Organisational commitment was measured using the Organisational Commitment Scale

(OCS) developed by Meyer and Allen in 1997°. It measured organisational commitment as a tri-
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dimensional construct. The OCS is a structured questionnaire items, measuring the affective,
continuance, and normative dimensions of organisational commitment. The scale has 24 items,
eight items per dimension. Items for the affective dimension include “I think that I could easily
become as attached to another organisation as I am to this one” and “I would be very happy to
spend the rest of my career with this organisation”. Items for the continuance dimension include
“It would be very hard for me to leave my organisation right now, even if I wanted to” and
“Right now, staying with my organisation is a matter of necessity as much as desire”. Items for
the normative dimension include “If I got another offer for a better job elsewhere, I would not
feel it was right to leave my organisation” and “Things were better in the days when people
stayed with one organisation for most of their careers”. The scale is rated on a five-point Likert-
type scale ranging from 1 (Strongly disagree) to 4 (Strongly agree). Higher scores indicate higher
organisational commitment while lower scores indicate lower organisational commitment. The
developers established an internal consistency reliability of the f the OCS dimensions varying
between 0.85 for affective, 0.79 for continuance and 0.73 for normative. The overall reliability

estimates exceed 0.70°.

3.5  Validity of Research’Instrument

The research instrument demonstrated face, content, and construct validity, supporting its
use as a reliable measure of employees’ organisational commitment. The study scales have been
utilized in other studies and have been rated valid. The validity measures face, construct, content,
internal, external, and criterion validity. The validity of the SHAW (Shortened Version of
Happiness at Work) instrument was rigorously assessed to ensure it measures what it is intended
to measure®. Three forms of validity—content, convergent, and discriminant—were evaluated,

providing a comprehensive validation of the scale. The content validity of SHAW scale items
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was derived from previously validated instruments’> 3, confirming their relevance and alignment
with the dimensions of happiness at work: engagement, job satisfaction, and affective
organisational commitment. Additionally, criterion validity has been supported through studies
showing significant correlations between PCS scores and relevant outcome measures. These
findings indicate that the PCS accurately reflects employees’ psychological climate and is

predictive of essential workplace attitudes and behaviors®.

Meyer and Allen in 1997 found that the correlation between the OCS and antecedent
variables provides evidence that the scale is a valid measure of organisational commitment and
can be used for future research’. Construct validity of the dimensions of the OCS is based on the
fact that they correlate as predicted with the proposed antecedents’ variables. 0.77 Continuance
Commitment (CC) 0.80 Normative Commitment (NC) 0.71 Average 0.76°. The scales utilized in
this study were subjected to validation by their respective developers and obtained statistical

coefficient results as stated in their reports and this study.

3.6 Reliability of Research Instrumeént

The developers of utilized scales in this study stated the reliability coefficient vis-a-vis
the validity repoft. The’ scales’ reliability coefficients were tested primarily using a test-retest
measure (repéatability test). The reliability of the Shortened Version of Happiness at Work
(SHAW) was thoroughly evaluated to ensure the consistency and accuracy of the measurements.
Following established psychometric practices, the scale was assessed using a new sample (N =
251)%. Confirmatory factor analysis (CFA) was conducted using EQS to evaluate the instrument's
psychometric properties, including dimensionality, reliability, and validity. All composite

reliability values exceeded 0.70, and R’ values were above 0.50, confirming the high reliability
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of the SHAW scale. This indicated that the instrument measures workplace happiness

consistently across its dimensions, minimizing random error.

Brown and Leigh in 1996 assessed the reliability of the PC Scale using internal
consistency measures and reported an overall scale and its sub-dimensions demonstrated high
internal consistency, with Cronbach’s alpha values typically exceeding 0.70, the th&hold for

acceptable reliability. In their study, the overall reliability was reported i @ indicating

O

For this study, the researcher found a good reliability coe“@nt for work engagement

excellent consistency in measuring the construct®.

with a Cronbach alpha of .75, job satisfaction with a@gch alpha of .35, supportive
management with a Cronbach alpha of .80, role @r with a Cronbach alpha of .75,
contribution with a Cronbach alpha of .57, rec on with a Cronbach alpha of .74, self-
expression with a Cronbach alpha of .7 Qllenge with a Cronbach alpha of .79 and

°
organisation commitment with a Cronl@’kx'l aof.71.

Q
3.7 Data Collection A

\\)K\

A letter of jr“&c‘uon was obtained from the department prior to data collection. The
researcher m: vgﬂythe departments within the identified hospitals to sought permission to
conduct @
adminm

ion, retrieval and increasing the response rate regarding data collection. Participant

udy. This was critical because their approval facilitated the questionnaire

were provided with the informed consent form which included a brief summary of what the
research entailed and their rights as participants. Those who consented were administered the
questionnaire. The participants were assured of confidentiality and anonymity of the data

provided. A total of four hundred and thirty-six copies of questionnaires were administered.
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3.8 Data Analysis

Both descriptive and inferential statistics was used in the analysis of data. Hypothesis
one to nine was tested using The Independent Samples T-Test. The T-test is ideal for group
comparison where the goal is to determine whether the mean scores of these two groups
differ significantly. Hypothesis one compared the mean difference between low warkplace
happiness and high workplace happiness of healthcare workers on affective ational
commitment. Hypothesis two compared the mean difference betweﬂl workplace
happiness and high workplace happiness of healthcare workers on ¢ ance organisation
commitment. Hypothesis three compared the mean differ between low workplace
happiness and high workplace happiness of healthcare @s on normative organisation
commitment. Hypothesis four compared the me%%fference between low workplace

happiness and high workplace happiness @care workers on overall organisation

Hypothesis five compar@ mean difference between low psychological climate

commitment.

and high psychological &@Q}“ healthcare workers on affective organisation commitment.
Hypothesis six com@the mean difference between low psychological climate and high
psychological&gm{e of healthcare workers on continuance organisation commitment.
Hypothes'%@en compared the mean difference between low psychological climate and
high p&ﬁological climate of healthcare workers on normative organisation commitment.
Hypothesis eight compared the mean difference between low psychological climate and high

psychological climate of healthcare workers on organisation commitment.
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Hypothesis nine compared the mean difference between male and female’s
organisational commitment. The independent samples t-test was used because some of the
assumptions were met, including normally distributed data for each group, homogeneity of
variance and independence of the two groups. Hypothesis ten was tested using a multiple
regression to measure the combined effect of workplace happiness and psychological climate
on organisational commitment. The R’ value measured the proportion of Q&o in
organisational commitment explained by the combined predictors. Multi Qgression
accounts for multiple predictors simultaneously. Hypothesis eleven v@ d using a one-
way ANOVA. It involved comparing the means of a dependent rk% across three or more
distinct groups of a categorical independent variable. Com 6

rganisational commitment

allied health professionals). The hypothesis was fi

among healthcare workers based on their professiona ories (e.g., doctors, nurses, and
@ tested using a post-hoc analysis. The

Bonferroni test was chosen to compare all s\s\l\%pairs of means.
X

3.9 Ethical Considerations é%

The questionnair@%signed to exclude the identities of respondents in order to

maintain anonymity.\)@{ldentiality was ensured in the process of data gathering. The research

instrument wﬁgmfnistered to eligible respondents without any undue influence, and making

sure the r%fbdents know that the data to be collected will be solely for academic purposes only.

AW

Before contacting participants, approval from the department was obtained. Participants
were required to give informed consent, which means they were fully informed about the study
and voluntarily agreed to participate. The researcher explained the purpose of the study and

described what participation would entail, including time commitments and tasks. The researcher
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assured participants that their responses would be anonymous or confidential, and data would be
used solely for research purposes. It was emphasized that participation was entirely voluntary,
with the right to withdraw at any time without penalty. Participants signed a written consent form

acknowledging their understanding of these points.
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Chapter Four

Results and Discussion of Findings

4.1: Preliminary Data Analysis

Table 4.1.1 Demographic profile of respondents by age, length of service, institution, gender,
marital status, and area of specialization

Demographic Profile(N=397) M (SD) Range No % Q\

Age 41.58 890 25-64

Length of service 15.01 842 2-37 &(/
Institution

Adeoyo Memorial Specialist 25 % 6.3
Hospital Q

Adeoyo Yemetu Hospital g 7.8
Jericho Nursing Home b{b 2 5.5
Jericho Specialist Hospital ’b 36 9.1
University College Hospital, @ 283 71.3

Ibadan o 5&

Gender ’\CO\

Male % 176 44.3
Female .$ 219 55.2

Others Q

Marital status

Single . \% 48 12.1
Married < \ 330 &3.1

Divorced 19 4.8
Area of spe& ion

Doctor 148 37.3
Pharrnack/ 41 10.3
Nurse 104 26.2
Technician 25 6.3

Administrator 79 19.9

The frequency analysis was performed on the demographic characteristics of the participants. Three

hundred and ninety-seven (397) respondents participated in the study. Participants’ gender analysis
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shows that 176 males (44.3%), 219 females (55.2%), and other gender 14 (0.5%). Their age range
was 25 to 58 years (Mean = 41.58, SD = 8.90). the length of service shows the years spent on the job
range from 2 to 37 years (Mean = 15.01, SD = 8.42). Analysis of institution shows that 25 (6.3%) of
the respondents work in Adeoyo Memorial Specialist Hospital, 31 (7.8%) work in Adeoyo Yemetu

Hospital, 22 (5.5%) work in Jericho Nursing Home, 36 (9.1%) work in Jericho Spect&i Hospital
h,

and 283 (71.3%) work in University College Hospital, Ibadan. Marital status re Q ows that 48
(12.1%) of the respondents were single, 330 (83.1%) of the respondents were '@ and 19 (4.8%)

of the respondents were divorced. The frequency analysis of their area@cialization shows that
148 (37.3%) were Doctors, 41 (10.3%) were Pharmacist, 104 (%60 ere Nurse, 25 (6.3%) were

Technician, and 79 (19.9%) were Administrator. Q
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Table 4.1.2: Summary of Pearson correlation among workplace happiness, psychological
climate, and organisational commitment

Mea SD
Variables 1 2 3 4 5 6 7 8 9 10 11 n
1. Engagement - 11.9 3.1
2. Satisfaction -.003 - 99 1.5
3. Management .472* - - \ 116 55
support 117 O
4. Role clarity .358* .140* .388* - &Q/ 9.0 40
5. Contribution 061 026 397" 254 . % 33 40
6. Recognition .375* -.030 .205* 3447 122 —QQ 77 37
7. Self- . .317* -.086 .219* - - @ - 76 40
expression A737 . l{b’b
8. Challenge - .171* -.053 .164** %& - - -
316" : \ 338 579" 87 2.2
9. Affect}ve .194* .019 -2%%337 .061 220" -.088 .188* - 219 63
commitment
1 Continuance .0 9242 149" -.044 029 .053 -.067 .641" -
. 241 6.7
0. commitment ’\\'
1 Normative -.083 521 1207 2717 -.104°  .081 .006 -.038 .000 - 251 5.56
1. commitm, 4

1 Org: Q 279% -.043 493" 391" 123" .078 .019 .060 .805" .832" .409" 73.1 12.9

2. commitment * * * * * 5 9

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

*. Correlation is significant at the 0.05 level (2-tailed).
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The results in Table 4.3.1 shows that work engagement has a significant positive relationship with
affective organisational commitment (r =.19, P <.01); normative organisational commitment (r = .41,
P < .01); overall organisational commitment (r = .28, P < .0l). Supportive management has
significant positive relationship with affective organisational commitment (r = .30, P < .01);
continuance organisational commitment (r = .24, P < .01); normative organisational commitment (r
= .52, P < .01); overall organisational commitment (r = .49, P < .01). Role clarit as Significant
positive relationship with affective organisational commitment (r = .54, P{ < ;071); continuance
organisational commitment (r = .15, P <.01); normative organisational c@tnent (r=.12, P <.05),
overall organisational commitment (r = .39, P < .01). Contribution has significant positive
relationship with normative organisational commitment (r , P < .01); overall organisational
commitment (r = .12, P < .05). Recognition has si \@t positive relationship with affective
organisational commitment (r = .22, P <.01); ar{nQ e relationship with normative organisational
commitment (r =-.10, P <.05). \
Q)

However, there is no significant relati C@\11:) between work satisfaction and affective, continuance,
normative, and overall organis@ commitment. And between work engagement and continuance
organisational commitm&& relationship between recognition and continuance organisational

[ )
commitment and @

normative, ang @all organisational commitment, and between challenge and affective, continuance,

ganisational commitment. Sell-expression and affective, continuance,

normati\?\a/% overall organisational commitment.
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4.2 Test of Hypotheses
Hypothesis One: participants who report higher workplace happiness will express higher affective
organisational commitment than those who report lower workplace happiness. T-test of independent

sample was used to analyse it. The result is presented in Table 4.2.1.

Table 4.2.1: Summary of t-test for independent sample showing the difference bet&n low
and high work happiness on affective organisational commitment

N
Variable N ) SD  df t \J d
Low workplace happiness 195 22.92 6.44 & d
395 - <.01 -30
High workplace happiness 202 24.81 6.13 (\
\

The results in Table 4.2.1 shows that there is significant differehee between low workplace happiness

( =22.92) and high workplace happiness ( e 24@1 affective organisational commitment (t
(395) = -2.993, p < 0.01). This means heal@ orkers who have high workplace hippiness
exhibited higher affective organisationa@mitment than healthcare workers who have low
workplace happiness. The effect siz@cjcalculated with Cohen’s d, and this shows that the size of
effect of workplace happine @%ective organisational commitment is moderate (effect size d = -
.30). ,&6
Hypothesis T :(g}icipants who report higher workplace happiness will express higher
continuance@f@msational commitment than those who report lower workplace happiness. T-test of

independent’sample was used to analyse it. The result is presented in Table 4.2.2.
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Table 4.2.2: Summary of t-test for independent sample showing the difference between low
and high work happiness on continuance organisational commitment

Variable N Sp df t p

Low workplace happiness 195 23.47 7.20
395 -1.898 .058
High workplace happiness 202 24.75 6.21

S\

The results in Table 4.2.2 shows that there is no significant difference be@ow workplace
happiness (_ = 23.47) and high workplace happiness (_ =24.75) o &Q'nuance organisational
commitment (t (395) = -1.898, p > 0.05). This means healthcare W(% who have high workplace

hippiness did not exhibit higher affective organisational cor@t than healthcare workers who

have low workplace happiness. be

Hypothesis Three: participants who report hi §vorkplace happiness will express higher
normative organisational commitment than th&e ho report lower workplace happiness. The result

is presented in Table 4.2.3. \C;\\'
Q

Table 4.2.3: Summary of t-te ndependent sample showing the difference between low
and high w piness on normative organisational commitment
Variable . * N B SD  df t p D
20N
Low workplace haw ] 195 24.40 546 395
’66 -2.603 <.01 -.26
High w@e happiness 202 2585 557

v

The results in Table 4.2.3 shows that there is significant difference between low workplace happiness

( =24.40) and high workplace happiness (_ = 25.85) on normative organisational commitment (t

(395) = -2.603, p < 0.01). This means healthcare workers who have high workplace hippiness
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exhibited higher normative organisational commitment than healthcare workers who have low
workplace happiness. The effect size was calculated with Cohen’s d, and this shows that the size of

effect of workplace happiness on normative organisational commitment is moderate (effect size d = -

26).

Hypothesis Four: participants who report higher workplace happiness will e%ss higher

organisational commitment than those who report lower workplace happiness. T@Rj independent

sample was used to analyse it. The result is presented in Table 4.2.4. «

Table 4.2.4: Summary of t-test for independent sample showing rence between low
and high work happiness on organisational co t

Variable N - QV t p

Low workplace happiness 195 69.99 143 Q

395 -1.305 >.05

High workplace happiness 202 71 .7@5

The results in Table 4.2.4 shows t@cgre is no significant difference between low workplace

happiness ( =69.99) an §“ place happiness ( = 71.71) on organisational commitment (t
(395)=-1.305,p> 0. 05) hi§"means healthcare workers who have high workplace hippiness did not

exhibit higher or@mnal commitment than healthcare workers who have low workplace

happiness.
Q0

Hypoth&ﬁ‘ ive: participant with a more positive perception of psychological climate will exhibit
greater affective commitment compared to those with a less favourable perception. T-test of

independent sample was used to analyse it. The result is presented in Table 4.2.5.
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Table 4.2.5: Summary of t-test for independent sample showing the difference between low
and high psychological climate on affective organisational commitment

Variable N SD df t p D
Low psychological climate 220 21.78 6.64 395

-7.926  <.01 -.80
High psychological climate 177 26.50 4.84

\‘\
The results in Table 4.2.5 shows that there is significant difference betwe<n psychological
climate (_ = 21.78) and high psychological climate (_ = 26.50)®{fective organisational
commitment (t (395) = -7.926, p < 0.01). This means healt@workers who have high
psychological climate exhibited higher affective organisationQ itment than healthcare workers

who have low psychological climate. The effect size Wa}@llated using Cohen’s d, and this shows

that the size of effect of psychological climate on afi organisational commitment is large (effect

size d = -.80). @
d ) . ’&

Hypothesis Six: participant with a m@sitive perception of psychological climate will exhibit
greater continuance commitmeﬁt@‘npared to those with a less favourable perception. T-test of

independent sample was us@ analyse it. The result is presented in Table 4.2.6.

Table 4.2.6: Sum@-test for independent sample showing the difference between low
apd high psychological climate on continuance organisational commitment

O
Variable > O N B SD df t D
LY P
Low psychélogical 220 2225 6.86 395  -6.503  .000  -.66
climate
High psychological 177 26.46 5.81
climate

The results in Table 4.2.6 shows that there is significant difference between low psychological

climate (_ = 22.25) and high psychological climate (_ = 26.46) on continuance organisational
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commitment (t (395) = -6.503, p < 0.01). This means healthcare workers who have high
psychological climate exhibited higher continuance organisational commitment than healthcare
workers who have low psychological climate. The effect size was calculated using Cohen’s d, and

this shows that the size of effect of psychological climate on continuance organisational commitment

S\

Hypothesis Seven: participant with a more positive perception of psychological @ge will exhibit

is large (effect size d = -.66).

greater normative commitment compared to those with a less favourable gedeption. T-test of

independent sample was used to analyse it. The result is presented in Tab Q’ 2.7.

Table 4.2.7: Summary of t-test for independent sample sho @-e difference between low
and high psychological climate on normativ%anisational commitment

Variable N B S ,§&f t p D
Low Climate 220  23.13 ,«&3 395

@ -8.781  .000 -.89
High Climate 177 :@3 5.78
e\

&

The results in Table 4.2.7 sh@a‘[ there is significant difference between low psychological

climate (_ = 23.13) a igh psychological climate (_ = 27.64) on normative organisational
commitment (t (39(2/%.‘7 1, p <.01). This means healthcare workers who have high psychological
climate exhib}@igher normative organisational commitment than healthcare workers who have
low psyé&/&ﬂcal climate. The effect size was calculated using Cohen’s d, and this shows that the
size of effect of psychological climate on normative organisational commitment is large (effect size d

=-.89).
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Hypothesis Eight: participant with a more positive perception of psychological climate will exhibit
greater organisational commitment compared to those with a less favourable perception. T-test of

independent sample was used to analyse it. The result is presented in Table 4.2.8.
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Table 4.2.8: Summary of t-test for independent sample showing the difference between low
and high psychological climate on organisational commitment

Variable N SD df t p D

Low psychological climate 220 68.89 1538 395
-3.365 <.01 -.34

High psychological climate 177 73.32 9.30
A\

The results in Table 4.2.8 shows that there is significant difference between sychological
climate (_ = 68.89) and high psychological climate (_ = 73.32) on orga isg;oyal commitment (t

(395) = -3.365, p < .01). This means healthcare workers who h%@ psychological climate
T

exhibited higher organisational commitment than healthcare w@s ho have low psychological

climate. The effect size was calculated using Cohen’s d, ar@is shows that the size of effect of

psychological climate on organisational commitment i@wﬂe (effect size d = -.34).

Hypothesis Nine: There will be significant g@ference in organisational commitment among

health workers. T-test of independent sa s used to analyse it. The result is presented in Table

4.2.9. i A@&%

Table 4.2.9: Summary of EQ}r independent sample showing the difference between male

and female on orga ional commitment
('\é\cender N  sD df ¢t p d

Affective comrr@&f Male 176 2344 6.33 393 -1.369 >.05
Q:b Female 219 2432 632
Continuanig¢ commitment  Male 176  23.70 6.74 393 -1.262 >.05
Female 219 24.56 6.68
Normative commitment Male 176 2395 477 393 -3.893 <.01 -39
Female 219 26.11 5.97

Org. commitment Male 176  71.20 1424 393 317 >.05
Female 219 70.78 12.26
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The results in Table 4.2.9 shows that there is no significant difference between male healthcare
workers (_ = 23.44) and female healthcare workers (_ = 24.54) on affective commitment (t (395) = -
1.37, p > 0.05). This indicates that level of affective organisational commitment is the same for both

male female healthcare workers.

There is no significant difference between male healthcare workers (_ = 23.70)\and female

healthcare workers (_ = 24.56) on continuance organisational commitment (t (33@26, p > 0.05).
an

This indicates that level of continuance commitment is the same for both e female healthcare

workers. %Q

Likewise, the overall organisational commitment result show@iﬁcant difference between male
healthcare workers (_ = 71.20) and female healthcar%@rkers (_ = 70.78) on organisational
commitment (t (395) =317, p > 0.05). This indicat% level of organisational commitment is the
same for both male and female healthcare wor. e\\&

N

However, the result shows significant an\mnce between male healthcare workers (_ = 23.95) and

female healthcare workers (_ :@) on normative organisational commitment (t (395) =-3.89, p <
0.01). this mean that fer@lthcare workers were more committed than their male counterparts.

The effect size wa< c:,egg%')a

d using Cohen’s d, and this shows that the size of effect of gender on

organisational @nitment is moderate (effect size d = -.39).
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Hypothesis Ten: workplace happiness and psychological climate will jointly influence
organisational commitment among health workers was analysed with multiple regression. The result

is presented in Table 4.2.10.

Table 4.2.10: Summary of multiple regression analysis showing joint influence of workplace
happiness and psychological climate on organisational commitment among health

workers \
D

Model Source B T p R R? R? ]‘(‘\\<P
y -
1 Age -123 -740  >.05 .159 .025 §.105" <.01
Length of service 272 1.637  >.05 (\&
L
2 Age -172 -1.029 > .05 %V
Length of service 291 1759 >.05 .197 013 3.946 < .01

Happiness -.088 -1.666 > .05 Q

Climate Ad18 2126 <. Sbe

f

%

Age and length of service were included as COV}\\% in the hierarchical multiple regression analysis.
The results hierarchical multiple regress'.%?\&%ble 4.2.10 shows that in model one, age (B = -.123,
p > .05) and length of service (B €¢£272, p > .05) had no significant influence on organisational
commitment. In the seco@el when workplace happiness and psychological climate were
included, both workp.la&ppiness (B =-.088; p>.05) and psychological climate (B = .118, p <.05)
had significant J&&}uence on organisational commitment, AR? = .013, F (4,392) 3.946, p < .01.
Also, the @%place happiness and psychological climate accounted for 1.3% variance in

organisa&l commitment among healthcare workers.
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Hypothesis Eleven: There will be a significance difference in Commitment among different
professionals of Healthcare Workers was analysed with one-way ANOVA. The result is presented in

Table 4.2.11.

Table 4.2.11: Summary of One-Way ANOVA showing significant difference among area of
specializations on organisational commitment

\
SS df MS 5\ p

Affective commitment  Between Groups 593.384 4  148.34 4 <.01
Within Groups 15369.286 392 39 20&/
Total 15962.670 396 &

Continuance commitment Between Groups 1235.649 4 8912 7.225 <.001

Within Groups 16761.303 & 42.758
Total 17996.95@ 6
Normative commitment  Between Groups 28 4 701356 29.198 <.001

Within Groups i 1956 392 24.020
Total \L 21.380 396

Org. commitment Between Groﬁ& 8808.129 4 2202.032 14.345 <.001
Within G, 60173.060 392 153.503
Total &) 68981.189 396
N .r\\\

The result from te&}’&ows that there is significant difference in area of specializations on
affective organisationial commitment of participants F(4,392) = 3.79, p < .01; continuance
commit en&rticipants F(4,392) =7.23, p <.001; normative commitment of participants F(4,392)
= 29.20, p < .001; overall organisational commitment of participants F(4,392) = 14.35, p < .001;.

This indicated that area of specializations significantly influences organisational commitment, hence

the need to conduct post hoc analysis using Bonferroni test. The Bonferroni test was chosen to
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compare all possible pairs of means. It is a useful tool that helps to identify which groups differ

significantly from each other when the size of each group is not equal.

Table 4: Multiple comparisons showing a Bonferroni test of organisational commitment across
area of specializations (Doctor, Pharmacist, Nurse, Technician, and Administrator)

4

Groups 1 2 3 4 5 Mﬂ\ SD
Affective 1. Doctor 82 2.75% 84 -.34 8" 7.03
2. Pharmacist 1.93 .01 -1.15 5 7.50
3. Nurse -1.92  -3.08 92 6.08
4. Technician N7 23.84  6.00
5. Administrator . (\- 25.01  3.90
Continuance 1. Doctor -0.82 1.19 -3, 330" 2345 7.79
2. Pharmacist 2.01 ON 248 2427 4.0
3. Nurse @" -4.49° 2226 734
4. Technician Q -.61 2736  4.50
5. Administrator I\ - 26.75 345
Normative 1. Doctor 2.70" @"v 526°  7.14°  27.82 5.32
2. Pharmacist bo.zo 256 444" 2512 5.65
3. Nurse ’b 2777 464" 2533  4.80
4. Technician @ 1.87 22.56  6.12
5. Administrator _ 4,0\ - 20.68  3.03
Org. commitment 1. Doctor s\\'3-2.70 1.44 -834" -10.78" 6830 14.28
2. Pharmacist \C? 414 -5.64 -8.06° 71.00 13.40
3. Nurse, $® -9.78" -12.22"  66.86 12.70
4. Techpici -2.44  76.64 10.17
5. A &ator - 79.08  7.08

§
* The mean difference 1@% cant at the 0.01 level.

Specifically, the r@

Doctor (x = 2 @signiﬁcantly reported higher affective commitment than Nurses (x = 23.85) with

onferroni multiple comparisons test shows that participants who are

mean diﬁfq)gée of (2.75, p < .01). Participants who are Administrative (x = 25.01) significantly
reported higher affective commitment than Nurses (x = 23.85) with mean difference of (-3.08, p
< .01). However, there are no significant difference among other professionals on affective

commitment.
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The result of Bonferroni multiple comparisons test shows that participants who are Doctor (x = 24.68)
significantly reported lower continuance commitment than Administrator (x = 26.75), with mean
difference of (-3.30, p < .01). Nurses significantly reported lower continuance commitment than
Technician (x = 27.36) with mean difference of (-5.10, p < .01) and Administrator (x = 26.75), with
mean difference of (-4.49, p < .01). However, there are no significant difference&ong other

X

The result of Bonferroni multiple comparisons test shows that participants ogd)octor (x=27.82)

professionals on continuance commitment.

significantly reported higher normative commitment than Pharmacist ( _@ 12), Nurses (x = 25.33),
Technician (x = 22.56), and Administrator (x = 20.68) with mea@&:e of (2.70, p <.01; 2.50, p
<.01;5.26,p <.01; 7.14, p < .01) respectively. Again, Pharmagist (x = 25.12) and Nurses (x = 25.33)
significantly reported higher continuance commitme%@n Administrator (x = 20.68) with mean
difference of (4.44, p <.01) and (4.46, p <.01) er, there are no significant difference between
Pharmacist and Nurse; between Pharmaci.sg\&l" echnician, between Technician and Administrator.

On the overall organisational co.rn&i@:?the result of Bonferroni multiple comparisons test shows
that participants who are Do (&\: 68.30) significantly reported lower organisational commitment
than Technician (x =.76. , and Administrator (x = 79.08) with mean difference of (-8.34, p <.01; -
10.78, p < .0 @ttively. Nurse (x = 66.86) significantly reported lower organisational
commitment t echnician (x = 76.64) with mean difference of (-9.78, p <.01). Again, Pharmacist
x =171) Nurses (x = 66.86) significantly reported lower organisational commitment than
Administrator (x = 79.08) with mean difference of (8.06, p < .01) and (-12.22, p < .01). However,
there are no significant difference between Doctor and Pharmacist, between Doctor and Nurse,
between Pharmacist and Nurse; between Pharmacist and Technician, between Technician and

Administrator on organisational commitment.
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4.3 Discussion of Findings
This study investigated the influence of workplace happiness and psychological climate on
organisational commitment among healthcare workers. Eleven hypotheses were tested; eight

hypotheses were supported and three were not supported.

The findings of the first hypothesis suggests that workplace happiness plays«a%tal role in
influencing affective organisational commitment among healthcare workers. He l © Workers who
were happier at work demonstrated greater affective organisational commi ths result implies
that workplace happiness plays an important role in enhancing empl otional attachment and
identification with their organisation. Healthcare workers who ence greater happiness in their

work environment are more likely to feel committed to thel ;isation, reflecting a deeper sense of

loyalty and motivation to contribute positively. 6’6

Research have suggested a stron&\' ation between positive work environments and
increased employee loyalty!. Previous %lghhghted the significance of workplace happiness
which encompasses job sat1sfac‘t®%d engagement in fostering employee commitment!, 2. These
studies indicated that happ@ulﬁlled employees are more likely to develop a strong emotional
connection to their g@ion, leading to increased affective commitment, aligning with finding of
this study. Some@hors emphasize the influence of emotional experiences on affective commitment?.
Positive em@,, often arising from workplace happiness, contribute to a sense of belonging and a
desire to remain with the organisation®. This aligns with the current findings, where healthcare
workers experiencing higher levels of workplace happiness demonstrated greater emotional

commitment to their organisations. Further evidence is provided by Babatunde and Magret in 2023,

who argue that workplace happiness is often a result of job resources such as support, autonomy, and
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professional growth opportunities®. These resources not only enhance employee well-being but also

strengthen their organisational commitment by creating supportive and fulfilling work environments.

The moderate effect size found further suggested that workplace happiness has a meaningful,
though not overwhelming, influence on affective organisational commitment, emphasizing its
importance as a factor in fostering a committed and engaged workforce. Researelly within the
healthcare sector also confirms these findings. A study found that nurses w@gperience job
satisfaction due to empowering leadership and supportive teamwork demcl%lte stronger emotional
attachment to their organisation®. This is particularly important j Qware, where employee
engagement directly impacts patient care outcomes. Similarly, s literature discovered a strong
link between job satisfaction and emotional commitment ‘&1 rganisation’ 8. Employees who are
content with their work environment are more likely t&%lop a deep emotional connection to their

employer, highlighting the crucial role of work@appiness in fostering a dedicated workforce.

.

The findings of the second hyp&ﬁ%\'s indicated that workplace happiness does not influence
continuance commitment. This '@%s that workplace happiness may not play a critical role in
influencing this dimension h@lisational commitment. Continuance organisational commitment is
typically characteri r’\&x'% employee’s perceived need to remain with an organisation due to the
costs associated Mith Teaving, such as loss of financial benefits, job security, or limited alternative
oppoﬂul@like affective commitment, which is driven by emotional attachment, continuance
commitment is more calculative and pragmatic in nature. The findings imply that the emotional
benefits derived from workplace happiness do not strongly impact the decision to stay in an

organisation based on these calculative factors.
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Previous studies have suggested that while characteristics like as job satisfaction and
workplace happiness were strong predictors of affective commitment, their effect on continuation
commitment was limited® '°. Instead, continued commitment was more significantly associated with
career alternatives, longevity, and individuals' perceived investments in their employment. Some
authors discovered that continuous commitment is mostly driven by calculative considerations, such
as a lack of other career prospects and fear of financial loss, rather than workpl Qa‘u faction or
good feelings'!. Their findings also demonstrated that external and structu@gables, such as
economic concerns or contractual duties, may have a greater effect on @Sﬂ:ed commitment than
subjective well-being or emotional fulfilment.

Healthcare personnel may remain dedicated to their@a sations because it is a practical
requirement to keep their jobs, rather than because th p@ppy at work. Some authors found that
work satisfaction was a major predictor of emotion: §mitment but had no effect on continuation
commitment!? 13, The study showed that healt ée professionals' continued commitment was mostly

.
motivated by financial dependency a@ security concerns, rather than workplace satisfaction.
Kustiawan and colleagues reitem@gﬁt employees' decision to stay or leave an organisation often
depends on a cost-benefit m@%‘*. While workplace factors like happiness and job satisfaction can

influence emotiona @ent (affective commitment), they have a weaker impact on the decision

to stay based on@n mic considerations (continuance commitment).

O
T}g%pothesis third hypothesis suggests that workplace happiness influence normative
commitment among healthcare workers. Healthcare workers who report high levels of workplace
happiness demonstrate a greater sense of normative organisational commitment than their
counterparts with lower workplace happiness. This indicates that workplace happiness positively

influences the sense of moral obligation or duty to remain with the organisation. Empirical evidence
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supports the idea that workplace happiness significantly influence employees' organisational
commitment. Research by previous scholars describes job satisfaction and happiness at work as a
positive emotional state derived from workplace experiences'> 6. This satisfaction serves as a

precursor to various forms of organisational commitment, including normative commitment.

Research suggests that employees who feel valued and fulfilled at work devel&a stronger
sense of duty and loyalty to their organisation, which can improve retentio @%rganisational
stability. Additionally, Ng and colleague found that workplace happines@d ob satisfaction not
only directly influence organisational commitment but also indi o so by fostering job
involvement!'”. Employees who are more satisfied with their jobs to be more engaged, leading to
stronger commitment to organisational goals and Values“@Q studies by Tastan and colleagues,
and Thompson and Bruk-Lee support this link, demo@%g that workplace happiness is a predictor
of organisational commitment!'® 2°, These ﬁndt@nderscore the importance of workplace policies

that promote employee well-being to bo@galty and reduce turnover. The study reinforces the

crucial role of a positive work envi@gnent in fostering not only productivity but also a sense of

ethical obligation to remain 8@ organisation.

Furthermore %&nde and Margret demonstrated an association between higher levels of
happiness and i%ased normative commitment among employees. Employees who reported higher
job sati ac@nd overall happiness were more likely to express loyalty to their organisation?!.
Akgunduz and colleagues showed that happier employees are less likely to leave their organisations
and more likely to engage in behaviors beneficial to the organisation, such as helping colleagues and

promoting the organisation??.

156



The calculated effect size demonstrated a moderate influence, suggesting that while
workplace happiness is an influential factor in fostering normative commitment, other variables may
also play a role. The findings imply that when healthcare workers feel happy and fulfilled at work,
they are more likely to experience a sense of loyalty and ethical responsibility to their organisation,
potentially enhancing retention and overall organisational stability. However, an author suggests that
when employees feel appreciated and satisfied at work, their loyalty to the or Q&Qn grows,
perhaps leading to higher retention rates?’. According to Stamouli and Gerb in 2021, job
satisfaction is highly correlated with several types of commitment &eg healthcare workers
(affective, normative, and continuation)?*. According to the findi s%oved job satisfaction leads
to stronger loyalty and ethical duty to the organisation, which Q

es retention and stability.

The findings of the fourth hypothesis suggest ila%orkplace happiness does not influence
re workers. This result implies that while

the overall organisational commitment among\}%

workplace happiness might contribute to %15 aspects of employee experience, it does not
.

necessarily translate into a universal 1&@6 in overall organisational commitment. Factors such as

personal values, career goals, lea@ styles, and broader organisational dynamics might moderate

or dilute the direct inﬂuen@rkplace happiness on organisational commitment. The finding of

this study contrad'i@us literature that suggested a significant positive effect of workplace
is

happiness on or@

work, the ’bmore likely to develop a strong sense of loyalty and responsibility to their
Yy

ional commitment, implying that when employees feel happy and fulfilled at

organisation®>,%6,
A paper also showed that job satisfaction directly contributes to employee happiness, which,
in turn, strengthens organisational commitment?’. This suggests that organisations can create happier

and more engaged employees by focusing on improving job satisfaction. However, it's important to
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consider that organisational commitment is influenced by multiple factors beyond workplace
happiness. Job security, opportunities for career advancement, and alignment with organisational
values can also play significant roles in shaping an employee's overall commitment to their

workplace?®.

The findings of the fifth hypothesis suggested that perception of the psycholg*al climate
influences affective organisational commitment. Healthcare workers rcelved the
psychological climate more positively demonstrated markedly hi g«els of affective
organisational commitment. The significant relationship between ps al climate and affective
organisational commitment observed in this hypothesis aligns@ the findings of Ekmekci and
colleague in 2021 who discovered that psychological CIV@‘[ 1s important, and its influence on
affective organisational commitment can be mediatec@%her factors such as individual resilience
and workload balance?. Their study sugges‘\Kth even in positive environments, excessive

workload or a lack of personal copih@ihanisms could weaken the relationship between

psychological climate and affective c@&z?ment.

\

Similarly, a study‘@ ed that psychological climate had a less pronounced effect on
employee perform %@rganisations with structural and resource-based challenges, such as
understaffing or&l equate compensation, which undermined employees' emotional connection to
the wor I@T his finding underscores the critical role of the psychological climate in fostering

employees' emotional attachment and identification with their organisation.

When these perceptions are positive, employees are more likely to feel valued and
emotionally connected to their workplace, enhancing their affective commitment. The large effect

size further highlighted the substantial influence of psychological climate on affective commitment,
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suggesting that it is a key driver of employees' emotional engagement. This finding is consistent with
previous studies emphasising the necessity of providing a friendly and inclusive work environment to
increase emotional organisational commitment. Some authors claimed that telecommunications
employees who see their work environment as helpful are more likely to form an emotional link with
their organisation, resulting in enhanced organisational loyalty and lower turnover intentions?!.
Similarly, Ojokuku and colleagues emphasised that such beliefs generate a sense Q%ﬂging and

connection with organisational goals, hence increasing workers' desire to paﬁ@; emotionally in

their job2. @

The findings of the sixth hypothesis suggested tha@«:hological climate influences
continuance commitment among healthcare workers. H@&we workers who reported a more
positive psychological climate exhibited higher level&ontinuance commitment than those who
perceived their psychological climate more n@’g The effect size, calculated using Cohen's d,
indicates a large effect, meaning the ps@cal climate had a substantial impact on the level of
continuance commitment. A more po%&e psychological climate can increase the perceived "cost" of
leaving an organisation, as e @Qes in such an environment may feel more valued and integrated.
The findings suggest th ﬁealthcare settings, fostering a positive psychological climate can

.
enhance both affec%\ommitment (emotional attachment) and continuance commitment (practical
or instrument chment). In organisations with a supportive and positive climate, employees may

feel more\'@%ned to remain due to perceived benefits like job security, recognition, and a sense of

belonging.

An author revealed that employees in organisations with supportive and safe work

environments reported stronger emotional attachment to their organisation®. However, when
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considering continuance commitment specifically, the study found weaker correlations. This suggests
that while a positive psychological climate influences affective commitment, it may not be as
impactful on continuance commitment, especially when the perceived costs of leaving an
organisation were low. Meanwhile, Astakoni and colleagues stated that a positive psychological

climate, characterized by supportive leadership and a healthy work environment, significantly

g

enhances organisational commitment**. When healthcare workers perceive their w ce'positively,
they are more likely to exhibit higher levels of commitment, including contin<a ce mitment.
Similarly, a study revealed that while a positive psyc climate did influence

continuance commitment, the strength of the relationship was mte35. Employees who perceived
their work environment as supportive and fair were more likely“to stay in their jobs for financial or
social reasons, thus enhancing continuance commitr@%owever, the study also found that other
factors, such as career development oppoﬁuniﬁ%@’pjob security, played a more significant role in
driving continuance commitment. Lee a@leagues noted that while a positive psychological
climate generally supports higher 1%&6 of commitment, factors such as stress and burnout can
negatively impact this rel% § Factors such as transformational leadership, communication,

and professional growthﬁp ortunities within the workplace contribute to creating a positive
ic

psychological climate,

O

Th\e/@ng of the seventh hypothesis suggested that psychological climate influences

in turn fosters greater employee loyalty and ethical responsibility.

normative organisational commitment. Specifically, healthcare workers who perceived the
psychological climate more positively demonstrated higher levels of normative organisational
commitment. A positive psychological climate, which is shaped by factors like organisational

fairness, interpersonal support, and clear communication, fosters a sense of loyalty and moral
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responsibility among employees. This result suggests that when employees perceive the work
environment as supportive and fair, they are more likely to feel a strong duty to remain with the
organisation, contributing to greater normative commitment. The large effect size further emphasizes
the strong influence of psychological climate on normative commitment. This suggests that the

psychological climate has a powerful impact on employees’ moral obligations to their c&ﬁsation.

These findings are consistent with the findings of Moloney and coll 2020, who
found that a supportive organisational climate, with strong communication dnd appreciation of efforts,
fosters a feeling of duty among workers, increasing their likelihood with the organisation®’.
Some authors discovered that a good psychological envir@nt, in which employees feel
appreciated and encouraged, is substantially connecte%& greater levels of organisational
commitment, especially normative commitment®® 39@r findings confirm the assumption that

employees who regard their organisational en\@ent as good have a larger moral commitment to

stay with the organisation. '@

Some authors found that @ tive psychological climate significantly boosted employees'
emotional attachment, sens@l, and practical commitment to the organisation®. They concluded
that when employe S@Ve a supportive work environment, they tend to be more committed
overall. Similar% isenberger and colleagues that employees' perception of the psychological
climate, %@rly in terms of support and fairness, positively influenced their sense of duty to the

organisation*

9. When employees feel valued, they are more likely to exhibit a stronger sense of
obligation to their organisation. Mohd Rasdi and Tangaraja in 2022 observed that while a supportive

environment significantly enhanced job satisfaction and emotional attachment, its influence on a

sense of duty was less predictable*'. They suggested that external factors, including economic
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conditions and individual job satisfaction, might have a stronger impact on shaping employees'

commitment levels compared to the organisational climate alone.

The findings of the eighth hypothesis suggests that psychological climate influences overall
organisational commitment among healthcare workers. Specifically, healthcare workers who
perceived the psychological climate more positively demonstrated higher levels of<efganisational
commitment. The findings suggest that healthcare workers who perceive their ironment as
more positive are more likely to feel a strong connection to their organi%)n nd display higher
organisational commitment. The moderate effect size indicates t pact of psychological
climate on organisational commitment, while significant, is of ate strength. This suggests that
while psychological climate does influence organisational @ ment, other factors may also play a
role in determining how committed employees fee]é rd their organisation. Nevertheless, the
significant difference between the groups i hat improving the psychological climate in
healthcare settings could lead to strong@anisational commitment, which can have positive
implications for employee retention, %&gement, and overall organisational performance.

Studies support the c @%at a healthy psychological environment increases organisational
commitment. Oluwatayo and Adetoro in 2020 observed that in telecommunications firms, a positive

.
work environment Q;}Sﬁg y associated with better levels of employee engagement*?. This positive
relationship 1 ed on the idea that workers flourish in work conditions where they feel
psychok%i@%y safe and appreciated, resulting in a stronger emotional commitment to the
organisation. Research by some authors indicated that there was a strong link between psychological
climate factors like trust, innovation, support, recognition, and fairness and teachers' organisational

43,44

commitment, including commitment to their school and occupation®:**. Trust and inventiveness were

very powerful indicators of commitment to teaching job
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The findings of the ninth hypothesis suggests gender differences in organisational
commitment among healthcare workers revealed a nuance picture. It implies that both genders
exhibit similar emotional attachment to their organisation, indicating that gender may not be a
determining factor in fostering an emotional bond with the workplace. This study is in line with a
previous study that found that affective commitment is largely influenced by job satisfaction and
organisational support, rather than gender, indicating that both male and fem *poyees are
equally capable of developing a strong emotional attachment to their organisation if the work
environment is supportive®>. A paper found that affective commitme@?tively correlates with
work satisfaction for all genders, highlighting the fact that an indi 'd@mpression of support has a
greater influence on affective commitment than gender*. @e ore, another author discovered
that affective commitment and psychological safety ar m@ed by job satisfaction for both genders,
confirming that psychological safety encourageicQ able degrees of emotional connection in all
workers*’. \

Similarly, the results suggest@fgctors influencing retention decisions are likely consistent
across genders, which could 'n@ob security, benefits, and personal commitments that transcend
gender differences. In cog& significant difference was identified in normative commitment, with

.
female healthcare @s demonstrating a higher level of commitment compared to their male
counterparts. Fabffect size indicates that male healthcare workers exhibit normative commitment

that is %&by a noticeable margin. This finding may reflect underlying social or cultural

expectations that influence women to feel a stronger sense of obligation or loyalty to their workplace.

The overall organisational commitment results show no significant difference between male
and female healthcare workers. This finding indicates that despite the variations observed in

normative commitment, when considering all dimensions of organisational commitment, both
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genders exhibit a comparable level of overall commitment to their organisation. It implies that while
specific aspects of commitment may differ, the collective impact on organisational allegiance
remains consistent across genders. Some studies found substantial differences in emotional and
normative commitment, but gender had no discernible effect on continuance commitment*®*°. These
results imply that overall commitment levels are similar even if certain commitment a&ts vary by

S

The study further pointed to how job characteristics and famiw tions can impact

gender.

commitment, suggesting that despite more career advancement barriers) @en’s commitment levels
align closely with men’s when factors like job satisfaction a@counted for. Furthermore, the
relationships between organisational culture and thriving 6@( among health workers highlights
that a supportive work culture enhances affective %tment equally among male and female

nurses, suggesting no gender-based difference @gonal attachment when organisational culture is

positive. . s&
\\

Hypothesis ten which state(&gf workplace happiness and psychological climate will jointly
influence organisational c&@%ent among healthcare workers. The results from the hierarchical
multiple regression a@; provide insight into the joint influence of workplace happiness and
psychological climat€on organisational commitment among healthcare workers. In the first model,
age and le\@f service were included as covariates, but neither variable showed a significant
influence on organisational commitment, suggesting that demographic factors such as age and work
experience do not play a substantial role in determining healthcare workers' organisational

commitment in this sample.
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However, Al-Haroon, and Al-Qahtani, in 2020 found discovered that the majority of nurses
demonstrated a moderate level of organisational commitment, with the highest levels of commitment
observed in the continuous commitment subscale’®. The findings suggest that organisational
commitment is positively influenced by socio-demographic variables such as age and nationality,
with age emerging as the only significant predictor of overall organisational commitment. This

>

indicates that older nurses may exhibit a stronger commitment to their organisg:Q pared to

younger nurses. '\<

In the second model, when workplace happiness and psy: al climate were added,
workplace happiness did not show a significant influence on orational commitment. However,
psychological climate was found to have a significant pos@gfect, with a modest contribution to
organisational commitment. The inclusion of wor@ happiness and psychological climate
together accounted for 1.3% of the Variance{Qrganisational commitment, with psychological
climate emerging as a more significant I@r. The small amount of variance explained (1.3%)
indicates that while workplace ha @ss and psychological climate are important factors, other
variables not included in this @s may also significantly contribute to organisational commitment.
These findings suggest g ile workplace happiness might not directly influence organisational

.
commitment, the @aglcal climate in the workplace—referring to the overall perceptions and
feelings abo work environment—plays a more significant role in fostering a sense of
commitm: mong healthcare workers.

This study find empirical support from the study outcome of highlighting that supportive
management and work engagement significantly enhance normative commitment. Fantahun and

colleague in 2023 claimed that normative commitment is strengthened when management shows

support because it creates a sense of duty and loyalty’!. Supportive management also fosters job
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engagement, which enhances workers' sense of accountability to the company and strengthens their
dedication. Expanding on this, Rodriguez-Fernandez and colleague in 2021 provide a model in which
normative commitment is enhanced by supportive management practices, which raises engagement
levels and makes workers feel more devoted to their company?2.

Nevertheless, rather than internal motivators like work engagement, de Las Heras-Rosas and
colleagues found that external variables like employment stability and perks had % influence
on continuing commitment®’. This implies that employees' perceptions of the\costsof leaving their
organisation are not always altered by high engagement levels alone, @e when combined with
supportive management. Similar findings were made by Arage an c@ue in 2022, who found that
whereas supportive management and work engagement in annisational commitment, they

had no effect on emotional or continuation comm'tmﬁQf Rather than being impacted by the

combined effects of managerial support and emplo gagement, these commitment characteristics

The findings of the elevent@ycp?)thesis suggests that organisational commitment differs

seem to be more driven by individual perspe%ve nd outside circumstances.

across specializations area @alization on various dimensions of organisational commitment
among participants. Th§ ies that individuals' specialized fields may shape their level of
stay,

attachment, willing@o

of specializatipb commitment levels, a post hoc analysis was conducted using the Bonferroni test.

and sense of obligation within the organisation. Given this influence

This resu\f&overed that doctors showed higher levels of affective commitment compared to nurses,
suggesting that doctors may experience a stronger emotional attachment to their organisation.
Similarly, administrative staff reported higher affective commitment than nurses, indicating that their
role might foster a deeper sense of loyalty. However, no significant differences in affective

commitment were observed among other professional groups.
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To support the above findings, a paper revealed that education, job position, and the area of
service were significantly associated with organisational commitment among healthcare workers™.
However, none of the healthcare workers had a low organisational commitment. A significant
proportion of healthcare workers demonstrated high organisational commitment, while a smaller

portion showed moderate organisational commitment. Similarly, most healthcare workgs. exhibited
i

high social commitment, with a smaller percentage showing moderate social ¢ EQ"[ ent. Also,
some authors indicated that work engagement strongly correlates with jo@mance among

doctors, but this relationship is weaker for administrative staff and nur@octors showed higher
engagement but lower job performance compared to both ad 'n%ve staff and nurses, who
showed the opposite trend. Engagement levels increase(@ age, but not necessarily with

experience. These results suggest that while work engg&m&%inﬂuences organisational commitment,

®%

In terms of continuance commi‘t@, doctors reported lower levels than administrators,

its impact varies across professional roles.

implying that administrators may fe%&cs?ronger obligation to remain with the organisation due to

potential costs associated wi @ﬁug. Additionally, nurses reported lower continuance commitment

compared to both technici énd administrators, suggesting that nurses may feel less compelled to
.

stay due to extema@ures or benefits. No other significant differences were found between other

professional s in this area. Regarding normative commitment, doctors demonstrated

signiﬁca@gher levels than pharmacists, nurses, technicians, and administrators, indicating that

doctors may experience a stronger sense of moral obligation to their organisation.

Pharmacists and nurses also showed higher normative commitment compared to

administrators, suggesting that they may feel a greater responsibility to fulfil their roles, although no
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significant differences were observed between pharmacists and nurses, pharmacists and technicians,
or between technicians and administrators®’. In contrast to the result, a paper discovered that hospital
pharmacists, in particular, reported higher turnover intentions compared to their community
counterparts, with turnover intentions in both settings increasing over time in both European and
Asian countries. This trend suggests a potential link between turnover intention and organisational

& intention,

commitment. Specifically, lower levels of organisational commitment drive higher :

as pharmacists who feel less attached or committed to their organisation are

leaving. &

A study revealed that doctors showed better organisal commitment than nurses>®.

ely to consider

However, doctors rated the quality of patient care higher &1 rses. For nurses, practices such as
‘training’, ‘transformational leadership’, and ‘inforﬁ@ sharing’ were more strongly associated
with higher ratings of quality patient care. In ¢ , octors showed a stronger association between
the practice of ‘teams’ and the quahty tient care, suggesting that teamwork was a more
significant factor for doctors in enha@&g patient care quality. In contrast, a study demonstrated that
nurses exhibit high levels o é@@ﬁfectlve and continuance commitment to the hospital, coupled with
a reduced intention to lea e

A significant positive association was found between the intention to

leave and 1nd1v1du@ctural factors, indicating that various elements influence nurses' decisions to

stay or leave. (bb
For overall organisational commitment, doctors reported lower commitment levels than both
technicians and administrators. Similarly, nurses displayed lower overall commitment than

technicians, and both pharmacists and nurses showed lower commitment than administrators. This

implies that technicians and administrators may feel more invested in their organisation as a whole,
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while doctors and nurses might feel less so. However, no significant differences were found in
overall commitment between doctors and pharmacists, doctors and nurses, or between other

combinations of professional groups.

Some authors discovered that physicians generally exhibited lower levels of organisational
commitment compared to nurses and other healthcare workers, regardless of their com&, personal

characteristics, job type, or place of employment; work-related variables, pa age and job
tm

satisfaction, were significant factors influencing doctors' organisational coa‘xi nt; and the factors
shaping organisational commitment were consistent across doctor g in various healthcare
settings, with similarities found in their responses to Work—relate@tices and overall organisational
commitment®. Furthermore, in contrast, a paper discovesed that a significant majority of nurses

demonstrated a strong intention to remain in the pro&“. Organisational commitment and low

levels of burnout were identified as key pred‘x}\@ influencing nurses' decision to stay in nursing

throughout their career lifespan. N ’\%

However, some authors a\ covered that the majority of nurses demonstrated a moderate
level of organisational c itment, with the highest levels of commitment observed in the
continuous commi %bscale&. The findings suggest that organisational commitment is
positively inﬂue@ y socio-demographic variables such as age and nationality, with age emerging
as the o l®ﬁcant predictor of overall organisational commitment. This indicates that older

nurses may exhibit a stronger commitment to their organisation compared to younger nurses.
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Chapter Five
Conclusion
5.1 Summary of Findings
This study explored the influence of workplace happiness and psychological climate on

organisational commitment among healthcare workers, testing eleven hypotheses. \

The first hypothesis examined whether participants with higher w@:e happiness

would exhibit greater affective organisational commitment comp those with lower

workplace happiness. The analysis revealed a significant diff:re&etween the two groups,

suggesting that healthcare workers who report higher ce happiness demonstrate a

stronger emotional attachment to their organisation. Tlﬁb%ding is consistent with the idea that a

positive emotional state at work enhances emplo onnection to their workplace. In contrast,

the second hypothesis explored if partici hs who report higher workplace happiness will
.

express higher continuance organisa{ inmitment than those who report lower workplace

happiness. The findings showec&%gniﬁcant difference between employees with low and high

workplace happiness, io@ g that workplace happiness does not significantly influence

employees' comrt’;{@o stay with the organisation due to perceived costs or benefits. This
1

suggests that,&

factor to &ence employees’ decisions to remain with the organisation when considering

appiness can affect emotional attachment, it may not be a strong enough

practical reasons.

The third hypothesis focused on whether higher workplace happiness would lead to
greater normative organisational commitment. The analysis found a significant difference, with

employees reporting higher workplace happiness demonstrating stronger commitment to adhere
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to the norms and values of the organisation. This implies that workplace happiness contributes to
a sense of duty and responsibility to the organisation. However, the effect was moderate,
implying that other factors might also play a role in shaping employees' sense of duty. Regarding
the fourth hypothesis, the study tested whether participants who report higher workplace
happiness will express higher organisational commitment than those who report lower workplace
happiness. The results indicated no significant difference between employees wi Q%nd high
workplace happiness on overall organisational commitment. This finding SuggeSts that while

happiness at work may affect specific types of commitment, it d directly influence

O

Moving to the fifth hypothesis, the study exa@hetber participant with a more

employees' overall commitment to their organisation.

positive perception of psychological climate will ex%\%reater affective commitment compared
to those with a less favourable perception. @sults indicated a significant difference, with
employees who perceived a more poSifive psychological climate showing stronger emotional
attachment to their organisation. T@&uggests that the work environment plays a crucial role in
fostering emotional bonds Q@ organisation, highlighting the importance of a supportive and
positive workplace cul & enhancing affective commitment. Similarly, the sixth hypothesis
N
explored Whethe®ho ogical climate would affect continuance organisational commitment.
The analysi d a significant difference, indicating that employees who experienced a more
positi\k\yychological climate were more likely to stay with the organisation for practical

reasons. This suggests that a supportive psychological climate provides the necessary conditions

for employees to feel secure and committed to staying within the organisation.
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The seventh hypothesis assessed whether participant with a more positive perception of
psychological climate will exhibit greater normative commitment compared to those with a less
favourable perception. The results revealed a significant difference, with employees who
perceived a better psychological climate displaying stronger normative commitment. This
finding highlighted that a positive work environment can foster a sense of responsibility to
uphold the organisation’s values and norms. In line with the eighth hypot GQ%G study
examined whether participant with a more positive perception of psycho%ij climate will
exhibit greater organisational commitment compared to those with a @ourable perception.
The results revealed a significant difference, with empl eﬁho perceived a better
psychological climate reporting higher overall organisatio Qnitment. This underscores the
broader impact of psychological climate on employ es'(b%ral attachment to the organisation. A

positive psychological climate contributes not on motional and normative commitment but

also to overall organisational loyalty. Q

In terms of gender differa@g the ninth hypothesis tested whether there would be a
significant gender differen e@rganisational commitment between male and female healthcare
workers. The findings s % no significant difference in affective and continuance commitment
.

between gendersQi}vever, a significant difference was observed in normative commitment,
with femal ers demonstrating higher normative commitment than male workers. This
suggest t gender may play a role in how employees internalize their duty to the organisation,
with women potentially placing more importance on aligning with organisational norms and
values. The tenth hypothesis tested the joint influence of workplace happiness and psychological

climate on organisational commitment. The analysis indicated a significant joint influence,

suggesting that both factors together contribute to employees' overall organisational commitment.
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While individual predictors such as age and length of service did not have a statistically
significant impact, there was a joint significant influence of workplace happiness and
psychological climate on organisational commitment. This finding suggests that a positive
workplace environment and happiness are both essential factors in fostering strong

organisational commitment.

S\
The eleventh hypothesis investigated differences in organisational c l@ent among
various professional groups within healthcare. The study reveals th Sfdpants' areas of
specialization significantly impact their organisational commit ¢ including affective,
continuance, and normative dimensions, as well as their 1 commitment. Specifically,
professional roles influence how participants experienctg&isational attachment, a sense of
responsibility, and willingness to stay. Doctors e@ed higher affective commitment than
nurses, suggesting stronger emotional ties tO\\@ organisation, while administrative staff also
showed a heightened affective comﬂ'@ compared to nurses. In terms of continuance
commitment, administrators reporfé\lcguer levels than doctors, potentially due to the perceived
costs of leaving, while n s@monstrated lower continuance commitment compared to both
technicians and admini %s. For normative commitment, doctors showed greater levels than
.
pharmacists, nur@chnicians, and administrators, indicating a strong sense of obligation in
their roles. ever, nurses and pharmacists displayed higher normative commitment than
adminMors. Lastly, overall organisational commitment was lower among doctors and nurses

compared to technicians and administrators, who appeared more invested in the organisation as a

whole.

5.2 Conclusion
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In conclusion, this study highlights the significant roles that workplace happiness and
psychological climate play in shaping the organisational commitment of healthcare workers. The
findings support the notion that a positive work environment and emotional well-being are
crucial factors in fostering affective and normative commitment. Specifically, employees who
report higher workplace happiness tend to develop stronger emotional attachments to their
organisations, although this did not translate into a significant influence Q%inuance
commitment or overall organisational commitment. This suggests that while workplace
happiness influences emotional and normative ties to the organi, it may not be as

influential in decisions based on practical reasons, such as the picel costs of leaving.

Psychological climate, on the other hand, er&@ as a more powerful factor in
influencing all types of organisational commitmené‘}%)loyees who perceive a more positive
work environment show stronger affectivative, and continuance commitment. This
underscores the importance of fostering@f)ortive and inclusive organisational culture, which
not only strengthens emotional tie@( also encourages employees to stay with the organisation
due to a sense of duty @curity. The findings show the importance of creating and
maintaining a positive *&nvironment that can enhance not only the emotional attachment of

[ ]
employees but al t\ir sense of security and obligation to the organisation.

A@nally, the study found notable gender differences in normative commitment, with
female healthcare workers demonstrating a stronger sense of obligation to their organisations
than their male counterparts. This suggests that gender may influence how employees internalize
their roles and responsibilities within the organisation, with women potentially placing greater

emphasis on adhering to organisational values and norms. The study also revealed that the joint
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influence of workplace happiness and psychological climate significantly contributed to
organisational commitment, further emphasizing the importance of both individual and
environmental factors in shaping employees' attachment to their organisations. This finding
suggests that healthcare organisations should focus on both improving workplace happiness and

cultivating a positive psychological climate to foster stronger commitment across thelr workforce.

Finally, the analysis of organisational commitment across various ‘%nal groups
within healthcare revealed differences in how different roles relate to t taﬁsatlon Doctors
exhibited stronger affective commitment compared to nurses, whi istrative staff showed
higher levels of continuance commitment. Interestingly, no@ve commitment was highest
among doctors, indicating a strong sense of moral ob&&, while nurses and pharmacists
demonstrated higher normative commitment than a@trators. These differences highlight the
diverse ways in which professional roles and nsibilities influence employees' organisational

commitment and suggest that tailored @s may be needed to address the specific needs and

motivations of different profession@wups within healthcare.

AN
5.3 RecommendatioQQ

Based on@%ﬁndmgs of this study, several recommendations can be made to improve
organlsa‘uon% mitment among healthcare workers, focusing on policy, academic initiatives,

healtthgpractlces and psychological approaches.

Policies should focus on improving the psychological climate by creating a work
environment that addresses workers' needs for emotional support, safety, and job security.

Healthcare institutions should work with government agencies to secure funding for workplace
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enhancements and safety measures. Implementing policies that promote a positive psychological
climate, including establishing clear communication channels, anti-harassment measures, and
conflict resolution strategies, would help build a more resilient healthcare workforce.
Additionally, given the security challenges in Nigeria, healthcare organisations must implement
workplace safety protocols, including personal security measures for healthcar workers,
especially in volatile regions. Workers need to feel secure in their work environ to develop
strong organisational commitment. Therefore, policies aimed at 1mprov1nb rity, such as

providing healthcare staff with protection against external threats (r bery or violence),

O

Universities and training institutions can offer C@e;and workshops on topics such as

should be prioritized.

leadership in healthcare, conflict resolution, and st&s for improving workplace happiness,
with a focus on how these factors can enha@anisational commitment in Nigerian settings.
Given the significance of these facto ﬁe Nigerian healthcare context, incorporating case
studies on Nigerian healthcare cha@%ges including those related to security and organisational
culture, would allow stud t@better understand the unique pressures healthcare workers face
in the country. Furthe § academic research on organisational commitment in Nigerian
healthcare SCttlﬂ@I’lth&l particularly studies that examine the intersection of security issues

and emotio achment to the organisation. Such studies can provide empirical data that will

inform policy and practice.

Organisations should implement comprehensive employee well-being programs that
address both mental and physical health needs. Given the impact of workplace happiness on

organisational commitment, healthcare institutions in Nigeria must provide staff with regular
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access to mental health services, counseling, and support groups to help them manage stress,
especially in high-stress environments such as emergency rooms or rural clinics. Security
measures should also be enhanced by providing physical protection, secure transportation, and
emergency response protocols to safeguard healthcare workers against external threats.
Furthermore, healthcare facilities must prioritize training programs for leaders and managers to
promote a positive work environment that recognizes the unique challenges fa er igerian
healthcare workers, such as dealing with underfunding, limited resources, degzurity issues.
These leaders must also be trained to recognize the signs of burnout @ chological distress,
S
O

It is important that healthcare organisations @e comprehensive psychological

which can impact commitment levels.

support programs tailored to the Nigerian contex&bs includes counseling services, stress
management workshops, and resilience train@fglp workers cope with the pressures of their
roles. Since workplace happiness di‘r@nﬂuences affective organisational commitment,
Nigerian healthcare organisation%’ghould work toward fostering environments that are
emotionally supportive. x@n be done through regular feedback, employee recognition
programs, and team-building activities that enhance social connections and promote a sense of
.
belonging. Given, th¢* findings on gender differences in organisational commitment, gender-
sensitive pr s should be introduced to ensure that both male and female healthcare workers
are eqlhuy supported in their professional roles. Female healthcare workers, in particular, should

be encouraged to share their experiences and challenges within the organisation, helping to build

a more inclusive workplace culture.
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Many healthcare workers in the country are at risk of violence or threats due to poor
infrastructure, economic instability, and sometimes hostile working environments. To mitigate
these risks, healthcare organisations must prioritize security measures, including the installation
of security systems, provision of safety training for staff, and collaboration with local security
forces to ensure the protection of healthcare workers, particularly in regions prone to violence.
Additionally, providing secure housing or transportation options for health. &okers in
remote or insecure areas can significantly reduce their stress and increase t eir@mmitmen‘[ to
the organisation. As part of their security policies, healthcare instituti@uld also ensure that

workers have access to emergency response teams/intervention fa and that staff are trained to

respond to security threats or incidents effectively. Q

QO

Future studies should focus on the role of se@and its direct impact on the workplace
happiness and commitment of healthcare \@rs. Researchers should also investigate the
cultural, regional, and institutional fat%& at may shape organisational commitment across
different healthcare sectors in Ni& &f? is essential to study how local and national economic
conditions, as well as the l@ climate, influence healthcare workers' emotional attachment to
their organisations and\théir decisions to stay. Additionally, research should focus on how

o \
psychological climatgr and organisational happiness can be tailored to the Nigerian context,

considering cio-cultural challenges specific to the region.

5.4 Contribution to Knowledge

This study enhances the understanding of factors influencing organisational commitment
by identifying workplace happiness and psychological climate as pivotal contributors within the

healthcare sector. It provides empirical evidence that healthcare workers’ levels of happiness at
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work and their perceptions of the psychological climate are directly linked to their organisational
commitment, underscoring the importance of fostering a supportive and positive work
environment to enhance employee retention and engagement. The findings expand the literature
by showing that healthcare workers’ commitment is not only influenced by traditional workplace
factors but also by unique aspects of workplace happiness and psychological climate 1nc1ud1ng
role clarity, managerial support, and work engagement. These findings offer a le insights

b strategy for

for healthcare administrators to prioritize employee well-being 1n1t1at1ve< as

bolstering commitment levels. O

By focusing on psychological climate, this study cones a nuanced perspective on
how healthcare workers' perceptions of their organisati&&vironmentsuch as feelings of
safety, trust, and autonomy—can serve as crucial p@%rs of organisational commitment. This
adds a new layer to organisational psycholo@fgarch suggesting that psychological climate
interventions may improve comm1tmen@@sn in high-stress settings typical of healthcare. The
study demonstrates that workpla@k piness, particularly through the dimensions of work
engagement and job sa 1S®on plays a significant role in enhancing organisational
commitment. This ﬁndx nforces theories that link happiness and productivity, emphasizing
that well-being 1®ral to employee retention and performance. Practical implications suggest

that healthg@rgamsatlons should embed happiness-centric practices into their culture to
suppoa\l%inable commitment.

This study opens avenues for future research on sector-specific strategies to enhance
commitment and well-being in healthcare. It encourages further exploration of how

psychological climate and workplace happiness can be strategically cultivated to address unique
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workforce challenges, thereby contributing to a healthier, more committed, and effective

healthcare workforce.
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5.5

Suggested Areas for Further Research

Conducting longitudinal studies could provide insights into how workplace happiness and
psychological climate impact organisational commitment over time. Such studies could
help determine if interventions to improve these factors have sustained effects on

commitment and other organisational outcomes. \

Future research could explore how psychological climate and workpl ceriness affect
organisational commitment across different cultural or regiona@xts. Since healthcare
environments can vary widely by culture, these studies co@lp reveal unique cultural

dynamics that may influence the effectiveness isational strategies aimed at

enhancing commitment. er

While this study focused on orga Ys@l commitment, additional research could
explore how psychological cli;n&lﬂuences other important outcomes, such as job

performance, absenteeism, @ceaployee turnover rates, particularly in healthcare.

Experimental re@\\\ould investigate the effectiveness of specific interventions
designed to, i@e workplace happiness and psychological climate, such as structured
emplo eQn?lgement programs, mental health initiatives, and management training.
St@could assess which interventions yield the greatest improvement in organisational

Mmitment among healthcare workers.

Investigating how individual personality traits, such as resilience, emotional stability, and

conscientiousness, interact with workplace happiness and psychological climate could
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add depth to understanding commitment. This would allow organisations to create

tailored interventions that cater to diverse personality profiles within healthcare teams.
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Appendix A: Questionnaire

A Questionnaire on THE RELATIONSHIP BETWEEN WORKPLACE HAPPINESS,
ORGANISATIONAL CLIMATE AND ORGANISATIONAL COMMITMENT AMONG
HEALTHCARE WORKERS IN THE IBADAN METROPOLIS, OYO STATE, NIGERIA.

Section A: Socio-Demographic Information of the Respondents *

1. Gender: (a) Male( ) (b) Female ( ) (c) Other, please specify ( Q
2. Age as at last birthday:

3. Marital Status: (a) Single ( )  (b) Married ( ) (c) Divo ) (d) Other, please
specify %

4. Area of Specialization: (a) Doctor ( ) (b) Ph () (c)Nurse( )
(d) Technician ( )  (e) Administrator ( ) QQQ
O

5. Length of Service: b

Section B: (Workplace happiness) @

Rating: 1- Strongly Disagree (SD), 2 = %ree (D), 3 - Undecided (U), 4 - Agree (A),

S - Strongly Agree (SA) Q}

>
S/n | Items SD | D U A SA
N
1 At my job, I feel stron%}wgorous.
2 I am enthusiastic abou ob
\ a(v-v)
3 I get carried awayswhen I am working.
A -
4 [ am satisﬁé)@th the nature of the work I perform
\

5 I am satisfiéd with the pay I receive for my job
6 I am satisfied with the opportunities which exist in this

organisation for advancement [promotion]
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Section C: (Organisational climate)

Rating: 1- Strongly Disagree (SD), 2 - Disagree (D), 3 - Undecided (U), 4 - Agree (A),

S - Strongly Agree (SA)

S/n Items SD |D [{ SA
1 My boss is flexible about how I accomplish my job objectives. \\
2 My manager is supportive of my ideas and ways of getting things X Qﬁz

done. P <\/
3 My boss gives me the authority to do my job as I see fit. ( N\

\

4 I am careful in taking responsibility because my boss is often criti@v

of new ideas. Q

N
5 I can trust my boss to back me up on decisions I make in tMld.
o~

6 Management makes it perfectly clear how my job ixtg?%cbne.
7 The amount of work responsibility and effort exppgeaiﬁ my job is

clearly defined. ®
8 The norms of performance in my depart are well understood and

communicated. (C-)\
9 I feel very useful in my job. A@‘

\ g
10 Doing my job well really a@ difference.
h N

11 I feel like a key membe{Me organisation.
12 The work I do iS(’c@}yable to the organisation.
13 I rarely feel nRM is taken for granted.
14 My super;)cﬁ@&lerally appreciate the way I do my job.
15 The o\&aﬁ{ation recognizes the significance of the contributions I

make.
16 The feelings I express at work are my true feelings
17 I feel free to be completely myself at work.
18 There are parts of myself that I am not free to express at work,
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19 It is okay to express my true feelings in this job.
20 My job is very challenging.
21 It takes all my resources to achieve my work objectives.
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Section D: (for Organisational commitment)
Rating: 1- Strongly Disagree (SD), 2 - Disagree (D), 3 - Undecided (U), 4 - Agree (A), S -
Strongly Agree (SA)

S/n | Items SD |D | U A

1 I would be very happy to spend the rest of my career with this

organisation X
2 | I enjoy discussing my organisation with people outside of it ( \

3 | Ireally feel as if this organization’s problems are my own «

4 | I think that I could easily become as attached to another organisation a&@ N
I am to thi N
am to this one Aw

I do not feel like “part of the family” at my organisation (\\)

I do not feel “emotionally attached” to this organisation (\V

This organisation has a great deal of personal meanin;@ )

1 do not feel a strong sense of belonging to my orga n
g ging y \g’\

O| OO | | W

I am not afraid of what might happen if I quit IIW without having
another one lined u .
P N

10 | It would be very hard for me to leave r@éanisation right now, even
if I wanted to . A

‘\
11 | Too much in my life would b &g\?pted if I decided I wanted to leave

my organisation now A

12 | It wouldn’t be too @s&%ﬁoﬁme to leave my organisation now

13 | Right now, staying with my organisation is a matter of necessity as

much as dez%

L N
14 | I feel tha?&bave too few options to consider leaving this organisation

15 | One of the few serious consequences of leaving this organisation

would be the scarcity of available alternatives

16 | One of the major reasons I continue to work for this organisation is

that leaving would require considerable personal sacrifice another
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organisation may not match the overall benefits I have

17 | I think that people these days move from company to company too
often
18 | I do not believe that a person must always be loyal to his or her
organisation
19 | Jumping from organisation to organisation does not seem at all ‘ *
unethical to me n C\Q
SD D U SA
20 | One of the major reasons I continue to work for this organisation is '\
that I believe that loyalty is important and therefore I feel a sense of %@
moral obligation to remain ('\
21 | If I get another offer for a better job elsewhere I would not fe@w‘aﬁ
right to leave my organisation . Q
22 | I was taught to believe in the value of remaining loyal@
organisation \\Q’b
23 | Things were better in the days when people stayed with one
organisation for most of their careers ﬁ
24

woman” is sensible anymore ( the organisation)

I do not think that wanting to be a “§ Hy man” or “company
[ ]

K
N
x‘z'%b
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Appendix B: Permission for data collection

Lead City University (LCU)

Motto: Knowledge for Self-reliance
Administrative Building, Lagos - Ibadan Expressway, Toll Gate Area, Ibadan, Oyo State, Nigeria

Faculty of Management and Social Sciences
¢ Department of Psychology

www. lew. edi.ng

14" June, 2024.

To Whom It May Concern,

PERMISSION FOR DATA COLLECTION
SALAKO RAUF OLATOKUNBO LCU/PG/001594

The above named postgraduate student of the Department of Psychology is conducting a
research titled: RELATIONSHIP BETWEEN WORKPLACE HAPPINESS,
PSYCHOLOGICAL CLIMATE AND ORGANIZATIONAL COMMITMENT
AMONG HEALTHCARE WORKERS IN THE IBADAN METROPLIS, OYO
STATE, NIGERIA.

I hereby seek permission on his behalf to obtain data which is strictly for research only.

Thank you.

Yours faithfully,

Dr. Jane Adebusuyi
Head of Department
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