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institution’s vision, mission, and goals. Therefore,
studying the organizational factors that may
influence their organizational behavior is essential.
This study examined the relationships between

Keywords — Commitment, , . ;
4 the faculty’s self-reported commitment and job

Job Satisfaction, State

Universities, Faculty, Work- satisfaction and their perceptions of organizational
Relared Variables, quantitative, | support, climate, and justice in the university. It
Philippines aimed to provide research-based information that

may guide policy-makers in formulating policies that promote commitment and
job satisfaction. This quantitative research used a survey questionnaire with a
reliability index of 0.91. A total of 203 or 69% faculty of Palawan State University,
Puerto Princesa City, Philippines, served as respondents. In compliance with
research ethics, the researcher ensured the respondent’s voluntary participation
and the anonymity and confidentiality of data. Based on the regression model,
POJ (B=0.329, p<.001) and POS (=0.298, p<.001) predict organizational
commitment, with a R? of 0.470, attributing 47% of the variance in commitment
to organizational variables. However, only 14% of the variance in job satisfaction
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is accounted for by the organizational variables (R?=0.145), confirming POC
($=0.285, p<.001) as a predictor of job satisfaction. The positive beta coefficients
manifest that the better the faculty’s perceptions of the organizational variables,
the higher the levels of commitment and job satisfaction.

INTRODUCTION

Faculty members are the front-line employees of any higher education
institution who directly impact the successful implementation of the institution’s
vision, mission, and goals. Most universities adapt scientific management to
sustain the performance and efficiency of the faculty members. Thus, a deep
understanding of their commitment, job satisfaction, and their perceptions of
organizational climate, support, and justice is essential. When faculty members
feel obligated to stay and associate themselves with the university’s goals, their
commitment is high. It is further heightened when faculty members feel a
positive emotional state resulting from the appraisal of their job experiences (Ali
& Anwar, 2021). From the lens of the social exchange theory, the researcher
conceptualized that when faculty members feel valued, sense fairness and
supportive leadership, they feel a sense of obligation to respond positively to
achieve the university’s goals.

Several studies highlighted commitment and job satisfaction as critical
variables influencing organizational productivity (Mohammed & Eleswed, 2013;
Mong-Chein & Kao-Mao, 2012; Supriyanto, 2013; Usmani & Jamal, 2013).
The relationships of commitment, job satisfaction, and teachers” perceptions on
various organizational aspects are widely studied in education as determinants of
performance and efficiency (Fate et al., 20105 Ferris et al., 1998; Luthans et al.,
2008).

Higher education institutions are responsible in molding the human capital
of the country. The delivery of quality of education is affected by the level of
commitment and job satisfaction of the faculty (Supriyanto, 2013). Researches
over the past years about factors that determine the level of commitment and job
satisfaction of faculty yielded varying results (Ashraf, 2020; Khan et al., 2014;
Osemeke, 2016; Patterson, 2004).

In 2001, Rogg et al. studied the antecedents of commitment and job
satisfaction at the organizational level. The current study delved into the
individual level and analyzed the faculty’s perceptions of organizational climate,
justice, and support concerning their commitment and job satisfaction. During
the post-pandemic era, commitment and job satisfaction have become a major
concern in many universities across countries. This has increased the need for
policies and programs to address the problem (Ali & Anwar, 2021). Palawan
State University shared the same concern, which is shown by the low turnout
in instruction, research, extension, and production services. The researcher
is interested in gathering baseline data that may provide valuable insights
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to supervisors, administrators, and policy-makers in formulating policies
that would keep faculty members engaged and satisfied in performing their
instruction, research, extension, and production functions. Guided by the norms
of reciprocity from the social exchange theory, when faculty members perceive
high levels of support and fairness from the administration and experience a good
working environment, they will become more committed to the organization

and satisfied in their job (Chong & Yazdani, 2020).

FRAMEWORK

In this highly pluralistic society, human behavior in the workplace has
become more complex (Chernyak-Hai & Rabenu, 2018). State university faculty
members are more cognizant of how their supervisors care for their welfare and
exercise fairness in the organization. Hence, this study about the determinants
of organizational commitment and job satisfaction among faculty in relation to
their perceptions of organizational variables was anchored in Social Exchange
Theory (Blau, 2017) and Organizational Support Theory (Eisenberger et al.,
1986).

According to Cropanzano et al. (2017), the Social Exchange Theory (SET) is
one of the most useful theories for understanding organizational human behavior.
Social exchange happens when both parties exchange something based on trust
(Wang et al., 2020).

Alparslan and Kiling (2015) and Hernaus et al. (2018) stressed that when
employees receive a leader’s support and have the opportunity to participate in
decision-making, their commitment to the organization increases, and they are
more likely to reciprocate with a positive work attitude by exerting extra efforts
to achieve organizational goals.

Organizational support theory explains that employees form general beliefs
concerning how much the organization values their contribution and cares about
their well-being (Eisenberger et al., 1986). Using a social exchange framework,
Eisenberger (1990) and his colleagues argued that employees who perceived
a high level of organizational support are more likely to feel an obligation to
“repay” the organization in terms of affective commitment and work-related
behaviors (Eisenberger et al., 1990). In 2001, Rhoades et al. (2001) reported a
direct relationship between perceived organizational support and commitment
to the organization. Additionally, the social exchange framework that underlies
perceived organizational support suggests that these perceptions create feelings of
obligation that increase commitment that supports organizational goals (Shore
& Wayne, 1993).

Organizational commitment is the willingness to exert extra effort for the

21



International Peer Reviewed Journal

organization’s benefit and a strong desire to maintain membership (Zeinabadi
& Salehi, 2011). According to Eslami and Gharakhani (2012), commitment is
critical to retain and attract well-qualified personnel. In recent years, commitment
in schools has become a major preoccupation throughout many countries. This
has led to a considerable increase in the number of public policies and programs
aimed at addressing the problem. The direction of this present study is to guide
policy-makers in formulating policies that would increase commitment and job
satisfaction of the faculty.

Mong-Chien and Kao-Mao (2012) found that faculty with higher
organizational commitment scores also had higher levels of job satisfaction. They
also found that faculty with higher academic degrees had higher organizational
commitment. While many proposed antecedents to organizational commitment
exist, job satisfaction has received more attention than others. Some behavioral
scientists, such as Mohammed and Eleswed (2013) and Eslami and Gharakhani
(2012), stated that organizational commitment is a predictor of job satisfaction;
some say that job satisfaction is a predictor of organizational commitment
(Mong-Chien & Kao-Mao, 2012). A strong relationship between organizational
commitment and job satisfaction cannot be ignored (Adekola, 2012).

In 2004, Kim found out that employees who perceived that they were treated
fairly by their company tended to develop and maintain communal relationships
with the organization. When employees felt that their organization treated
them fairly, they were likely to hold more commitment, trust, satisfaction, and
control mutuality than when they perceived that they were mistreated. Similarly,
Fatt et al. (2010) also concluded that employees were more satisfied when they
felt rewarded fairly for their work by ensuring they were rewarded for genuine
contributions to the organization and consistent with the reward policies.
Likewise, employees who have a sense of equality and feel rewarded fairly for
their genuine contributions to the organization are satisfied.

Employeeswith high job satisfaction tend to exert higherlevels of performance,
productivity, commitment and retention rates (Al-Zu’bi, 2010). Thus, in order
to keep employees satisfied, committed and loyal to the organization, it needs to
be fair in its system of distributive, procedural and interactional justice (Usmani
& Jamal, 2013).

Karim and Rehman (2012) studied the impact of job satisfaction,
perceived organizational justice, and employee empowerment on organizational
commitment in semi-government organizations of Pakistan and concluded
that job satisfaction and perceived organizational justice significantly affect
organizational commitment.

As stated by Aziri (2011), job satisfaction is closely linked to an individual’s
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workplace behavior. Employees” degree of job satisfaction ranges from extreme
to extreme dissatisfaction about various aspects of their jobs, e.g., their work,
colleagues, supervisors, or subordinates, and their pay. The importance of
job satisfaction especially emerges when many negative consequences of job
dissatisfaction come to mind, such as disloyalty, increased absenteeism, low
productivity, and turnover. Related to this, Mohammed and Eleswed (2013)
posited that job satisfaction creates a pleasant feeling that leads to a positive work
attitude. A satisfied employee is more likely to be creative, flexible, innovative,
and loyal.

Organizational climate is behaviorally oriented and represents employees’
perceptions of organizational policies, practices, procedures, and subsequent
patterns of interactions and behaviors that support the organization’s creativity,
innovation, safety, or service (Marcoulides & Heck, 1993). In this study,
organizational climate is viewed to influence commitment and job satisfaction.
Although the value of supportive organizational climate has been recognized over
the years, a better understanding of its relationship with employee outcomes is
needed. The study of Luthans et al. (2008) investigated whether organizational
climate mediates commitment and job satisfaction. The results of their study
confirmed the study of Mercer and Bilson (1985), who reported a positive
relationship between supportive organizational climate and employee outcomes
such as organizational commitment and job satisfaction.

Theoretical models assert that the values supported and reinforced within an
organization influence the types of human resource systems in place, which in
turn affect the organization’s climate. This resulting climate has been shown to
positively impact employee attitudes, behavior, and individual and organizational
performance (Ferris etal., 1998). In previous years, Eisenberger and his colleagues
(Eisenberger et al., 1990; Rhoades et al., 2001) examined supportive climate in
terms of the perceived organizational support one believes is present.

Organizational justice is concerned with the fair treatment of employees
(Randeree, 2008). It represents the individuals’ perceptions and reactions to
fairness towards the organization. Tabibnia et al. (2008) added that justice
or fairness in organizations may include issues associated with perceptions of
fairness in pay, equal opportunities for promotion, and the employee selection
process. Moreover, organizational behavior researchers identified three types
of organizational justice: distributive, procedural, and interpersonal, which
were further divided into informational and interactional justice (Colquitt &
Greenberg, 2005).

The influence of organizational justice on job satisfaction is a widely studied
topic. Bakhshi and his colleagues (2009) emphasized the role of fairness in the
workplace by proving that organizational justice perceptions strongly affect
workers’ attitudes, such as job satisfaction, turnover intentions, organizational
commitment, and workplace behavior, such as absenteeism.
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The associations between justice perceptions and work outcomes such
as commitment and job satisfaction are well established in Western literature
(Karim & Rehman, 2012). However, these studies lack specificity and might not
apply to Palawan State University. This gap in the literature led the researcher to
include organizational justice perceptions as one of the study’s variables.

OBJECTIVES OF THE STUDY

This research aimed to describe the faculty’s perceptions of organizational
variables such as organizational support, organizational climate, organizational
justice, and their level of work-related behavior. It also determined which
organizational variables predict organizational commitment and job satisfaction.

METHODOLOGY

This study used a quantitative research design involving data collection
and analysis. In this research design, the numerical descriptions of the variables
included in the study were examined to draw conclusions about the relative
strength of the faculty’s perceptions of organizational climate, support and justice
in predicting work-related behaviors such as organizational commitment and job
satisfaction. This study involved the 203 or 69% of the permanent faculty of
Palawan State University. Of 203, 136 or 67% were from the main campus and
67 or 23% from the external campuses. A stratified sampling method was used
to get a representative sample of faculty from all colleges and campuses.

The respondent’s perceptions about organizational support, organizational
climate, and organizational justice were measured using a questionnaire adopted
from Al-Zu'bi (2010), Moore (2012), and Rhoades et al. (2001). Moreover,
Meyer and Allen (2004) and Moore (2012) adopted a commitment and job
satisfaction questionnaire. The reliability of the research instrument is confirmed
by the Cronbach’s Alpha of 0.91 based on the pilot testing conducted among the
non-tenured faculty of PSU-Cuyo.

Descriptive statistics and linear regression were applied to summarize,
analyze, and interpret the data. To conform to research ethics, each respondent’s
informed consent was secured, and the anonymity and confidentiality of the data
were strictly observed.
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RESULTS AND DISCUSSIONS

Table 1
Faculty’s Perceptions of Organizational Variables
Variables (n=203) Mean SD
Perceived Organizational Support (POS) 3.79 0.63
Perceived Organizational Climate (POC) 3.61 0.45
Perceived Organization Justice (POJ) 3.76 0.34

Score Interpretation: 1.00-1.79 (Very poor), 1.80-2.59 (Poor), 2.60-3.39 (Fair), 3.40-4.19 (Good),
4.20-5.00 (Very Good).

Table 1 points out that organizational support got the highest mean score
while the lowest is organizational climate. As the standard deviations suggest,
the faculty’s responses to organizational justice and support are more or less the
same. Generally, the faculty perceived the organizational variables in the study
as “good”. It implies that the faculty members feel a sense of fairness in the
organization and believe their contributions to the university are valued. Similar
findings were noted in the study of Arabaci (2010) and Guan et al. (2014), where
faculty reported mid-level organizational support and climate. Universities need
to show more care and concern about the needs and interests of their faculty,
widely disseminate information that would help the faculty perform their work,
become more objective in making job decisions, and reward faculty members to
keep them committed and satisfied in their work.

Table 2

Facultys Level of Work-Related Behaviors

Variables (n=203) Mean SD
Commitment 3.86 0.47
Job Satisfaction 4.17 0.37

Score Interpretation: 1.00-1.79 (Very low), 1.80-2.59 (Low), 2.60-3.39 (Moderate), 3.40- 4.19
(High), 4.20-5.00\ (Very High).

As shown in Table 2, the faculty reported high levels of commitment and
job satisfaction. The minor standard deviations reveal that the faculty’s rating of
their commitment and job satisfaction are more or less the same. The studies of
Dundar and Tabancali (2012), Guan et al. (2014), and Yang (2015) reported
varying levels of organizational commitment and job satisfaction. The high
descriptions of work-related behaviors imply that the faculty members feel secure
and happy in doing their work; sense fairness in the decisions made about their
jobs, and feel respected in their opinions and decisions.
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Table 3
Regression of Organizational Variables and Work-Related Behaviors

Variables (n=230) R R? SE F Sig Beta
Perceived Organizational Justice (POJ) 0.0779 4.22 <001 0.329
Perceived Organizational Support (POS) ~ 0.685 0.470  0.0555 537  <.001 0.298
Perceived Organizational Climate (POC) 0.0789 246 0.015 0.194

Dependent Variable: Commitment

Perceived Organizational Justice (POJ) 0.0775 -0.163 0.871 -0.0126
Perceived Organizational Support (POS)  0.381 0.145 0.0553  0.518 0.605 0.0286
Perceived Organizational Climate (POC) 0.0785  3.632 <.001 0.2850

Dependent Variable: Job Satisfaction

The data in Table 3 supports the idea that faculty members views on
organizational elements affect how they act at work. However, the strength of the
prediction and the precise factors that affect commitment and job satisfaction are
very different. The data strongly supports the assertion that faculty perceptions
of organizational variables predict their work-related behaviors. The model for
organizational commitment is a robust predictor, with a R? of 0.470 indicating that
nearly half of the variance in commitment is explained by the three organizational
variables. Organizational justice (X=0.329, p<.001) and perceived support
(X=0.298, p<.001) emerge as the most powerful, statistically significant positive
drivers.

The findings of this study confirmed the earlier findings of Eisenberger et al.
(1990) who claimed that employees who perceived a high level of organizational
support are likely to feel an obligation to repay the organization in terms of
commitment and work-related behavior. Furthermore, Shore and Wayne (1993)
asserted that perceived organizational support creates feelings of obligations that
increase work behaviors that support organizational goals. Similarly, Rhoades et
al. (2001) also reported a direct relationship between perceived organizational
support and commitment to the organization. Moreover, Kim (2004) found
that employees who perceived that they were treated fairly develop and maintain
communal relationships hold more commitment, trust, satisfaction, and control
mutuality than when they perceived that they were treated unfairly.

In contrast, the model for job satisfaction is considerably weaker (R?=0.145),
and among the predictors, only organizational climate (X=0.285, p<.001)
demonstrates a significant positive relationship, while support and justice show
no statistical significance. The result of this study supports the claim of Luthans,
Norman, Avolio and Avey (2008) that supportive organizational climate plays a
mediating role with the effects of commitment and job satisfaction. Mercer and
Bilson (1985) also found a positive relationship between supportive organizational
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climate and employee outcomes such as organizational commitment and job
satisfaction. Moreover, it is interesting to note that Miao (2011) reported that job
satisfaction increases with more favorable perceptions of organizational support,
which contradicts the findings of this study.

The influential factors differ notably between commitment and satisfaction.
This difference shows that a faculty member’s strong commitment to the school is
based on their feelings of being treated fairly and supported by the school, while
their day-to-day satisfaction is mostly based on the work environment and climate,
with other organizational factors having a less direct effect. In addition, when
climate in the organization is well-defined making its employees fully aware of
the events happening in the organization, it can motivate employees to render
extra efforts that would contribute to the effective functioning of the organization
(Guan, et al. 2014). According to Miao (2011), positive organizational climate
improves work attitudes and engenders effective work behaviors. For example,
suppose faculty members are given adequate training, resources, and support.
In that case, it is more likely that they would want the university to succeed
and would be more capable of helping other faculty. The findings of this study
support the claims of the Social Exchange Theory, which posits the reciprocal
relationships in the workplace.

CONCLUSIONS

Based on the results and discussions, the faculty reported a high level of
commitment and job satisfaction even with a moderate level of organizational
climate, organizational justice and organizational support. It implies that while
support, climate and justice in the organization predict commitment and job
satisfaction, these are not the most influential determinants. The faculty’s high
level of commitment and job satisfaction suggest that there are other factors
in their work environment that back up the deficits in organizational support,
climate and justice experienced by the faculty in the university.

TRANSLATIONAL RESEARCH

The findings of the study may be translated into policies in the university that
would motivate faculty members to improve their performance and engender
their sense of obligation to contribute to the accomplishment of the goals of
the university. The extent to which such policies (e.g., rewards and incentives)
are implemented in the university will help faculty members experience job
satisfaction, perceived higher levels of support and justice, and ultimately become
committed to their teaching, research, and community service functions.
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