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ABSTRACT 

The study is to asses factors influencing employees’ affective commitment in Bule Hora general hospital. To conduct the 
study objective cross-sectional survey research design was used; as well qualitative and quantitative research approach was explored. 
And simple random sampling technique was employed to reach the respondents under all of the departments in the hospital. The 
collected data were analyzed by descriptive statistics and inferential statistics like Bivariate correlation and multiple regression models 
were employed. Also, one way ANOVA were used to find the variation of independent variables. All the statistical analysis was 
conducted through the use of SPSS software. There are major variables in the study dependent variable (affective commitment) and 
independent variables. The finding revealed that, employees are strongly and moderately agreed on all explanatory variables. There 
was positive and significant relationship between all Commitment dimensions and affective commitment. As well, all personality 
traits dimensions revealed positive and significant relationship with response variables. Among the demographic variables only age 
and length of service year revealed significant relationship to affective commitment while sex and educational level had no 
relationship with affective commitment. Thus, the researcher recommended that the hospital management should practice fair and 
equitable implementation of leadership and training and they need to coach the employee’s behavior at work place. 

 
Key words: Conscientiousness, Extraversion, Affective Commitment, Agreeableness. 
 
1.1 INTRODUCTION 

The importance of “employee commitment” is well captured by different authors. Yilmaz and Çokluk-Bökeoğlu (2018) 
expound that employees with high organizational commitment feelings affect organizational performance in positive ways because 
they lessen the frequency of performing negative behavior and improve quality of service. However, John and Elyse (2017) defined 
commitment as a psychological state that forces to bind the individuals to the organization. Thus, an emotional attachment and 
involvement with the target is resulted from this psychological binding force. Allen and Meyer (2017) studied affective commitment 
as one of the three commitment dimensions which helps to measure employee’s perception about their organization and important to 
assure their closeness to the organization. In this regard, “Affective commitment is refers to the employees emotional attachment to 
identification with and involvement in the organization” (Igella, 2017). Accordingly, Igellastated that employees who high in affective 
commitment have been found to be related to low employee turnover, low absenteeism, and stay with organization for long time. 
Therefore, committed employees have valuable role to the continuity of organization and can improve competitive advantage of the 
firms (Adem ,2018). 

 
Commitment is a force that guides a course of action towards one or more targets (Meyer, 2002). It has been theorized that 

commitment is a multidimensional construct and that the antecedents, correlates, and consequences of commitment vary across many 
dimensions (Meyer, 2001).  Affective commitment is explained as an emotional attachment to the organization.  Continuance 
commitment is the perceived costs associated with leaving the organization.  Normative commitment refers to the perceived obligation 
to remain in the organization (Meyer, 2017). 

 
1.2 STATEMENT OF PROBLEM 

Negative affective commitment leads to turnover that is defined as either voluntary or involuntary withdrawal from 
organization (Robbins and Judge, 2007). Previously it has been found that Turnover are the stronger and immediate predictor of actual 
turnover (Iverson and Deery, 2017; Jang and George, 2012; Tett and Meyer, 2019), therefore it is highly important to investigate the 
triggering factors that lead the employees to make attempt to quit. In order to investigate voluntary turnover behavior in this study, 
important variables, commitment (Price and Mueller, 1986; Spector, 2021) and Job Satisfaction (Abelson, 1987; Mobley et al., 1978), 
have been adopted for investigating turnover among front desk staff in banks for this study.  Seashore and Taber (2021) developed a 
theoretical model which determines the level of JS. They studied factors that affect Job Satisfaction including both personal and 
environmental factors. Furthermore, exhibition of positive attitudes and emotions towards job is depends upon how good employees 
feel about their job (Robbins and Judge, 2007). Past studies have concluded that low levels of Employee commitment can have 
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deleterious effects on organizations in terms of turnover (Lambert et al., 2018). Becker (2020) described commitment as predictor of 
employees’ performance, turnover, absence, and efficiency. The determinants of commitment include individual characteristics, job 
role characteristics, structural features, and job experience while outcomes of commitment include performance, seniority, attendance, 
and turnover (Mowday et al., 2021). Previous research has shown that commitment is negatively related to turnover. Allen and Meyer, 
(2020) developed a multi-dimensional model of commitment with three distinctive forms of commitment as affective, continuous, and 
normative. Employee commitment deals with the emotional attachment, continuous commitment considers the cost of leaving a job, 
and finally normative commitment observe the contractual obligations to remain with an organizations (Allen and Meyer 2020, Meyer 
and Allen, 2021). The researches show that the individuals, who bond to their organization emotionally, have higher work 
performance. There is a negative correlation between continuance commitment and work performance (Meyer, et al., 2018), the 
results of Jing and Xiao-hua’s survey indicate that there is a positive relationship between affective commitment and work 
performance (Jing, Xiaohua, 2019). It is not surprising to obtain low work performance from those who have the desire to give up and 
unwillingness with the organizational goals and conditions. Suitable working environments which satisfy and motivate the employees, 
lead them to have higher works performance (Yüceler, 2019).  

 
This research is, therefore, tasked to identify the determinants that may constrain employee’s affective commitment on 

organization performance, as a core study in Bule Hora General Hospital west Guji zone Oromia region. 
 

1.3. Objectives of the study 
1. To identify major factors that influences the employee’s affective commitment in the study area. 
2. To examine the relation between identified determinants and employee’s affective commitment in the study area. 
3. To find the effect of the identified determinants on employee’s affective commitment in the study area. 

 
1.4. Empirical review of the study 
1.4.1. Research studies on personality traits, Commitment and Demographic factors in international and Ethiopian 
          perspective 

Research employed by Abdullah et al (2020) shown both positive and significant relationship between employees 
organizational commitment and personality dimensions of extraversion, agreeableness, conscientiousness and openness to experience 
while neuroticism had negative relationship. Shabahang & Amani, 2018) study shown explanatory variables can affect the response 
variable (organizational commitment). In respect to this, the research examined by Celik and Oral (2018) on 922 respondents of 
Turkish construction professionals indicated except neuroticism all personality dimensions had positive relationship with affective 
commitment. In parallel to this, research conducted by Bartholomew et al (2018) revealed all dimensions of personality (extraversion, 
agreeableness, conscientiousness, neuroticism and openness to experience) have positive relationship with affective commitment. 
There have been several studies conducted to compare the commitment of permanent employees and temporary employees. But the 
empirical result investigated by different authors revealed inconsistent. Hence, research conducted by Meldrum and McCarville 
(2017) and Jafri and Lahamo (2020) investigation shown that temporary employees are more committed compared to permanent 
employees to their jobs. They found that there is significance difference between terms of service towards organizational 
commitments. In counterparts research studied by (Pearce 1993; De Witte and Näswall, 2003; and Guest, 2015) found that there is no 
significant difference between permanent and temporary employees towards organizational commitment which means to be a 
permanent or temporary employment cannot affect the commitment level of in generally, there is deficiency of studies on the effect of 
determinates on the employee affective commitment in Ethiopian context and particularly the study area yet not conducted. 

 
1.6. Conceptual Framework of the study 

                         
Figure 1: The Dependent and Independent Variables of the Study 

Source: Researchers Own Framework (2022) 
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2.  RESEARCH METHODOLOGY 
The research conducted in this thesis was mixed approach (i.e. both qualitative and quantitative research approach). To 

achieve the intended findings the researcher used both quantitative and qualitative approaches. The researcher was used Cross-
sectional survey research design using self-administrated questioner and semi-structured interview from 12 hospital health staff. In 
cross-sectional methods the explanatory variables and response variables are measured at specific point in time. The target population 
of the study consists of the total 120 employees of the BuleHora General Hospital those included in two major departments: the 
hospital department and the medical department. From those as a sample which is 92 from all employees of the Bule Hora General 
Hospital were selected randomly through lottery methods.  

 
Table1: Distribution of total population, medical department and administration department and sample population 
disaggregated by position 

Organization  Selected department  Target population Sample  size  Percentage 
BHGH Medical department  60 47  
 Administration Dep. 60 47  
Total  2 120 92 92(76%) 

Source: - Own Survey, 2022 
 
2.1. Sample Size Determination 
Sampling size was determined by applying Yamane's (1967) statistical formula. 

 
n=

𝐍

𝟏 𝐍(𝐞)𝟐

𝟏𝟐𝟎

𝟏 𝟏𝟐𝟎(𝟎.𝟎𝟓)
𝟐         =             𝟗𝟐 

 
3.DATA ANALYSIS, RESULTS AND DISCUSSION 
3.1 Reliability Test 

Table No-2 Reliability Statistics for each variable 
Variables Cronbach's Alpha if Item Deleted 

Extraversion .893 
Agreeableness .902 
Conscientiousness .897 
Neuroticism .912 
Affective Commitment .901 

 
Reliability coefficient (Cronbach alpha) of all items were ganged from 0.893 – 0.912 based on an internal consistency of test, 

with affective commitment.  
 

3.2 Correlation between Commitment Dimensions and Affective Commitment 
Table 3: Correlations Analysis Result 

 AC AG EX CN NR 

Affective Commitment 

Pearson Correlation 1     

Sig. (2-tailed)      
N 92     

Agreeableness 
Pearson Correlation .495** 1    
Sig. (2-tailed) .000     
N 92 92    

Extraversion 
Pearson Correlation .528** .662** 1   
Sig. (2-tailed) .000 .000    
N 92 92 92   

Conscientiousness Pearson Correlation .574** .658** .555** 1  
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Sig. (2-tailed) .000 .000 .000   
N 92 92 92 92  

Neuroticism 
Pearson Correlation .546** .604** .519** .654** 1 
Sig. (2-tailed) .000 .000 .000 .000  

N 92 92 92 92 92 
**. Correlation is significant at the 0.01 level (2-tailed).  
 
The analyses of result illustrated in the table refers that, commitment practice dimensions (Agreeableness, Extraversion, 

Conscientiousness and Neuroticism) have significant and positive relationship with affective commitment. This shows that, if the 
workers acquire as a good commitment practice in organization they become more committed to their organization. With regard to 
this, the result observed in the analysis table 6 shows that, there is a significant and moderate positive relationship between the average 
of Agreeableness and affective commitment (r =.495, p (2-tailed)=.000 < 0.01). Accordingly, Agreeableness has a vital role to 
increase health workers’ commitment and if the organization give more Agreeableness to its employees according to their job 
description and allocate sufficient budget for Agreeableness, it may have an opportunity to increase effective commitment and retain 
its employee. 

 
In the same way, the other commitment dimension Conscientiousness output conducted in table 6 revealed that, there is 

strong positive and significant relationship between the mean of Conscientiousness and affective commitment as r =.574**, and p (2-
tailed) < 0.01). Thus, the predictor variable (Conscientiousness) has a propensity to change the perception of health workers to their 
organization. 

 
3.3 Regression Analysis:  The Underlying Assumptions of Multiple Regressions  
Linearity: a linear relationship allows for inference of the finding and was supported in this study shown under figure below. 

 
 
3.4 HETEREOSCADACITY: - The histogram reveals that the variation in dependent variables, about the predicted value is almost 
the same regardless of the value of independent variables except some outliers which can be disregarded. Statistically, this is referred 
to as heteroscedastic. 



 
Cover Page 

  

  
 
DOI: http://ijmer.in.doi./2022/11.08.90 

            

 

ISSN:2277-7881; IMPACT FACTOR :7.816(2022); IC VALUE:5.16; ISI VALUE:2.286 
Peer Reviewed and Refereed Journal: VOLUME:11, ISSUE:8(5), August: 2022 

Online Copy of Article Publication Available (2022 Issues): www.ijmer.in 
Digital Certificate of Publication: http://ijmer.in/pdf/e-Certificate%20of%20Publication-IJMER.pdf 

Scopus Review ID: A2B96D3ACF3FEA2A 
Article Received: 2nd August 2022   

 Publication Date:10th September 2022 
Publisher: Sucharitha Publication, India 

 

 
61 

 

 
 
3.5 TEST OF NORMALITY-are the tests of goodness of fit and to decide the normality of data (Chambers et al, 1983). As we see 
from the above the normality of data distribution is lies between -2 and 2 which implies equally distributed. Generally, histogram 
show that the data distribution is normally. 
 
3.5.1 HOMOSCEDASTICITY-To check this assumption scatter plot was generated for the model. As shown in the figure below, the 
error variance is constant since most scattered plot attributes are around zero and near to the horizontal line. Therefore, there is no 
violation of homoscedasticity assumption in this study.  
Figure: Scatter plot 

 
 
4.1 The Multiple Regression Analysis Results for the Study  

The findings of Multi-Collinearity Statistics were reported below and assumptions are discussed in the previous section 
commented on where applicable. The results of the regression analysis are shown below table. 

Model Multi-Collinearity Statistics 
Tolerance VIF 

1 (constant)   
Extraversion .164 6.108 
Agreeableness .278 3.595 
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Conscientiousness .244 4.100 
Neuroticism .174 5.737 

All the VIF values are under the acceptable standard values of VIF. 
 
4.2 Regression Analysis of overall explanatory variables and affective commitment 

Table 5: Results of the Regression Analysis Model Summary 

Model R R Square Adjusted R 
Square 

Std. Error of the Estimate 

 

1 .993a .986 .985 .037  

Source: Own survey 2022 
 
a. Predictors: (Constant), Neuroticism, Conscientiousness, Extraversion, Agreeableness 

As the table above depicts, the model summary of the analysis shows that the value of R2 is .986 which indicates 98.6% of 
variation in the dependent variable (affective commitment) is explained by independent variables (extraversion, agreeableness, 
conscientiousness, neuroticism, openness to experience, Agreeableness, Extraversion, Neuroticism and Conscientiousness). Thus, it 
indicates that the relationship between the predictor variables of both Affective commitment dimensions and commitment dimensions 
with the response variable (affective commitment) is very high (r = .993a). So, we can state that, all the explanatory variables can 
significantly influence health workers’ affective commitment. 

 
Table 6:  ANOVAa Results of the Regression Analysis 

Model Sum of Squares df Mean Square F Sig. 

1 

Regression 22.335 9 2.482 1812.181 .000b 

Residual .323 236 .001   

Total 22.658 245    

a. Dependent Variable: Affective Commitment 
b. Predictors: (Constant), Neuroticism, Extraversion, Conscientiousness, Agreeableness  

Source: Own survey 2022 
 

The result of analysis of variance given in the above table revealed that at least one independent variable is related with 
dependent variable at one percent level of significance since p value is less than 0.01 (α<0.01)This shows that all of the explanatory 
variables (Agreeableness, Extraversion, Conscientiousness, Neuroticism)are statistically significant because of the p value (p= .000) 
which is less than 0.01. This refers that the independent variables have a significant effect on AC 

 
Table 7: Significance of Individual Regression Coefficients 

Model Unstandardized Coefficients Standardized 
Coefficients 

t Sig. 

B Std. Error Beta 

1 

(Constant) .190 .039  4.904 .000 
Agreeableness .082 .007 .153 11.125 .000 

Extraversion .141 .007 .231 20.928 .000 
Conscientiousness .125 .007 .214 17.417 .000 

Neuroticism .106 .005 .270 23.347 .000 

Source: Own survey 2022 

a. Dependent Variable: affective commitment 
In the above table 8, all predictor variables of Beta value or standardized coefficients in the analysis were positive. Thus, the 

positive Beta value of independent variables on the dependent variable indicates there is a positive linear relationship between 
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employee’s affective commitment and independent variables of both commitment practices and Affective commitment. Also, the P 
values of all of the variables (.000) are less than the significance level (0.01) 

In the multiple linear regression models, the effect of predators is denoted through the following equation, Olan. (2018): 

  kk xxxy ....22110  
Y = 0.190 + 0.082TR + 0.141PE + 0.125Comp+ 0.106Lead + 0.103Exr+. 

 
Further, it is possible to interpret the Beta value that depicted in the above table 9regarding its effects on affective 

commitment. For the hypothesis given above, the following interpretations are given based on the analysis of table accordingly: 
 

4.3 Hypotheses Testing 
Table 10: Summary of the Hypotheses testing of the study 

No. Hypothesis Test Result decision 

H1 There is a significant linear relationship between 
Agreeableness and affective commitment 

Regression Accepted 

H2 There is a significant linear relationship between Extraversion 
and affective commitment 

Regression Accepted 

H3 There is a significant linear relationship between 
Conscientiousness and affective commitment 

Regression Accepted 

H4 There is a significant linear relationship between Neuroticism 
and affective commitment 

Regression Accepted 

 
4.4 Interview instrument and Interpretation: 

The data required for this study were gathered from both primary and secondary sources. Primary sources were collected 
through questioners and interview. Thus, the primary data of survey were collected from the 12 hospital staff in the organization and 
the interview was conducted with the management body of health sector of the hospital and HRM department health service staff. This 
primary source of data aids to obtain important information from the target population and helps the researcher to finds out detailed 
information regarding the title to answer the research question and objectives.  

 
The secondary data were collected from annual or semi-annual reports of the hospital, video records and HRM related books, 

manuals, journals, broachers, and articles to triangulate the study. Semi-structured face-to-face interview is the second instrument 
which was used to conduct interview with management bodies and HRM health service staff.  

 
4.5 Conclusion 

Commitment practices all four dimensions (Agreeableness, Extraversion, Conscientiousness and Neuroticism) were 
significantly related with affective commitment. This indicates that, when employees have high positive perception about commitment 
practices in their organization they are more likely to be committed to their organization and vice versa. Even though the conclusion of 
data from questionnaire indicated that the hospital staff has no problems in commitment to their work in the organization, the data 
achieved from interview revealed that there are few hospital staff who are not committed to their work. Interview also supported that 
majority of the hospital staff are committed but few of them were observed while they were irresponsible to their work. As the 
interview data achieved from hospital management body reveals that there are few hospital staff who are not committed and it could 
be seen while they are not using the work time properly, unable to participate in health services, lack of interest to do community 
service, lack of willingness to participate in hospital’s meeting, workshops and etc. 
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