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ABSTRACT

Job satisfaction is an important determinant of lehwel of organizational commitment
that is exhibited by employees in a particular argation. The purpose of this study was
to establish the perceived relationship between gakisfaction and organizational
commitment among community based organizations athiske constituency in Nairobi
Kenya. The study took the form of a descriptivessrgectional survey of community
based organizations in Mathare constituency. Thpallation of the study included all the
community based organizations operating in Mathaoastituency. The sample size
involved 110 respondents. Primary data was colieftiethe study from employees of 24
CBOs through questionnaire in form of job satistattindex and organizational
commitment. The data collected was analyzed usesgrgptive statistics. The findings
reveal that there is low perceived job satisfactmmong the employees of community
based organizations operating in Mathare constityi@nNairobi. This manifests itself in
form of unfair pay for work done, inequitable distition of duties and responsibilities,
subjective judgments from supervisors, lack of fales to guide operations and lack of
recognition when one performs better. Employees at@onot satisfied with their jobs
have low organizational commitment as they are nii@sdy to leave the organization
any time an opportunity arises. They also don’t haany attachment with the
organization since they do not feel as part ofdfganization. Low job satisfaction leads
to low organizational commitment. The study recomdsethat the community based
organizations should establish ways of improviry gatisfaction among their employees
in order to enhance organizational commitment.



CHAPTER ONE
INTRODUCTION

1.1 Background of the Study

In today's competitive world, human resource isrt@n and the most critical asset of
every organization (Karimi et al., 2011). The dats and highly motivated human

resources play an important role to advance thiipsland plans of any organization
(Rajab et al., 2006). This is very important forvéee organizations which desirable and
good behaviors of their employees, lead to creat@tamate relationship with customers
(Dessler, 1998). Thus, considering job satisfactategory and members loyalty and
commitment to the organization and better perforreanf assigned roles and also
beyond-role duties of human resources, is one @fstrious concerns for managers of

organizations (Bageri and Tavallaee, 2010).

Job satisfaction is a criterion for mental healthorganization and serves to human
resources effectively (Sadeghian et al., 2010). shatisfaction, means human positive
view toward his/her job which results from sometdas such as workplace conditions,
type of management and salary (Sekaran, 2003).eTiseno doubt that job satisfaction
for employees is very important. Managers, at leastd to concern, their job satisfaction
according to three reasons: First, there are vergeaces implying that dissatisfied
employees resign more; Secondly, it is proved #gwisfied employees enjoy better
health and live longer; Lastly, job satisfactionaiphenomenon which goes beyond the

board of the organization and the company andffiésts would be seen in their private
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life and out of the organization (Robins, 1970 3atisfaction contains different aspects
which are considered as determinant factors inc@mmitment including professional
dependence that impacts on employee satisfactidrnra@rest of their job (Roohi et al.,

2011).

Williams (1995) recognized increased job satistactito be effective to develop
organizational commitment. Employees’ commitmenamnoorganization is necessary for
contemporary organizational success (Brown, 20@nployees’ commitment to
organization generates intangible assets (Abolal#¥6). Organizational commitment is
a force which links employee to actions accordiogohe or more certain goal(s) of
organization (Vitell, 2008). Employees with highnmmitment, maybe willing to try more
in favor of the organization. Employees’ strongenest in the organization allows better
adaptive skills and more responsibility and respaioschanges in customers’ demands

and also leads to adaptation.

1.1.1 The Concept of Perception

Perception can be defined as the organizationjit=iton and interpretation of sensory
information in order to understand the environmenis normally affected by
learning,memory and expectation.According to Jerddnener ,people go through a
process in order to form opinions.This processilBsntm an instance where a perceiver
encounters an unfarmiliar situation ,new informatzues are opened and one wants to
learn more .This is closely followed by one tryitggcollect more information about a

situation until a farmiliar cue is encountered whibtelps in understanding the



situation.After this, one becomes open and seledthe perceiver also tries to look for
more information to confirm his/her perception.THelps in getting a final and

consistent concept over a given situation.

According to Alan Saks and Gary Johns ,perceptias three components namely:The
perceiver- the person who becomes aware about komeand comes to a final
understanding.This person normally affected byaHeetors i.e experience,motivational
state and emotional state.The second componehe itatget which can be defined as a
person or situation which is being perceived orgpatl Wherever there is lack of
information about a target ,it leads to greaterdne interpretation and addition.The
third component is the situation which greatly usfhces perceptions because different
situations may call for additional information abdle target.One experiment found that
thinking of the name “Hitler” led to subjects ragim person as more hostile.Whether a
piece of music is perceived as good or bad canrikpe whether the music heard before
it was unpleasant or pleasant.For the effect tdkwibre objects being compared need to

be similar to each other e.g job satisfaction amgadusizational commitment.

1.1.2 The Concept of Job Satisfaction

Locke (2002) defines job satisfaction as a pleddarar a positive emotional state

resulting from the appraisal of one's job or jopenence. Job satisfaction can be viewed
as an employee’s observation of how well their wprksents those things which are
important to them. Simply put, job satisfactiorars attitude people have about their jobs

(Chelladurai, 1999). Balzer (1997) define job datison as the feelings a worker has



about his or her job or job experiences in relationprevious experiences, current
expectations, or available alternatives. Buitendaoth de Witte (2005) proffer the view

that job satisfaction relates to an individual’sgaeptions and evaluations of a job, and
this perception is in turn influenced by their amestances, including needs, values and
expectations. Individuals therefore evaluate tfgbs on the basis of factors which they

regard as being important to them (Bagraim, 2003).

The concept of job satisfaction has been broadigistl in literature, due to the fact that
many experts, managers as well as researchersybdis trends can affect and influence
work productivity, employee turnover and employetention. Satisfaction has been
classified into three main classes: intrinsic, iesic, and total (Nel et al., 2004).

According to Rose (2001), an employee is intringicaatisfied if he receives no

apparent reward except the activity itself, whildri@sic satisfaction is defined as the
opposite concept (that is, an employee is extratigicsatisfied if he receives monetary
compensation or other material rewards to modi§yld@havior). As a consequence of the
importance of this concept, it emerges that algontlain antecedents of job satisfaction
have not to be ignored. Job satisfaction is a plade emotional state resulting from the
appraisal of one’s job as achieving or facilitatilng achievement of one’s job values

(Locke, 1976).

Job satisfaction has been found to significantiffuence absenteeism, turnover, job
performance, and psychological distress (Chen.e2@06). Locke (1976) also revealed

that job dissatisfaction is among the best predsctd turnover. Additionally, Williams
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(1995) found that employee benefits affect thely gatisfaction. Nevertheless, several
antecedents of job satisfaction have been studiedtbe years including compensation,
opportunity for advancement, leadership style, wakvironment, organizational

structure and climate (Testa, 1999).

1.1.3 Organizational Commitment

Organizational commitment can be defined as thength of an individual’s
identification with, and involvement in the orgaaimn (Levy, 2003). Organizational
commitment is distinguished from job satisfactionthat organizational commitment is
an effective response to the whole organizationijenmjob satisfaction is an effective
response to specific aspects of the job (Ting, 19€bnstrued as an individual's
identification and involvement with a particulaiganization, organizational commitment
is represented by a strong belief in and acceptahttee organization’s goals and values;
willingness to exert considerable effort on belwdlthe organization and a strong desire

to maintain membership in the organization (Haivélower, 2001).

The construct of organizational commitment (OC) besn conceptualized in a variety of
fashions. The bulk of research related to OC cawnideed in terms of attitudinal versus

behavioral conceptualizations. The concept of dmgdional commitment has been

treated as

a variable of interest in its own right and a virief definitions and measures have been
proposed (Meyer et al., 2001). The concept hascittl more attention recently from

organizational scientists, perhaps due to chamglaag place in employment practices



that have arisen from the international employmemarketplace and increased

alternatives for skilled employees in a global exog (Sullivan and Arthur, 2006).

Organizational commitment is a subjective meadhae ¢aptures employees’ perceptions
of their identification with their organizationsbre values, their intent to stay with their
organization, and their willingness to exert mordoré than expected by their
organization (Mowday et al., 1982). Continuance eotment refers to the commitment
employees experience towards the organization Becatiinvestments they have made
or because of the costs associated with leavingthanization (Dipboye et al., 1994).
This form of commitment develops when employeefizedhat they have accumulated
investments they would lose if they left the orgation or because their alternatives are

limited.

The difference between affective commitment andtinoance commitment is that
employees high in affective commitment stay with @inganization because they want to,
while employees high in continuance commitment $tagause they have to (Meyer et
al., 2001). Meyer et al (2001) have identified adhdimension of organizational
commitment, which they describe as normative commeitt. This form of commitment
concerns a feeling of (moral) obligation to remairthe organization. What these three
dimensions have in common is that they all indidhte extent to which employees are
willing to remain in an organization. Organizatibnammitment is essential for reaching
such challenging goals as these goals require raffcet and typically have lower

chances of success than are easy goals (Klein, et9819). Organizational commitment
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has been conceptualized as a psychological stateiratset that binds individuals to a
course of action relevant to one or more targeid,aawillingness to persist in a course of

action (Cooper-Hakim and Viswesvaran, 2005).

1.1.4 Community Based Organizations (CBOs)

Community-based organizations are civil society-poofits that operate within a local
community. They are essentially a subset of theewigroup of NGOs. Like other
nonprofits they are often run on a voluntary basid are self-funded. Within community
organizations, there are many variations in terinsize and organizational structure.
Some are formally incorporated, with a written ddoson and a board of directors (also
known as a committee), while others are much smafid are more informal. The recent
evolution of CBOs, especially in developing cowsdrihas strengthened the view that
these "bottom-up" organizations are more effectddressing local needs than larger

charitable organizations.

It is estimated that there are around 40,000 CBQ&enya. Most of these organizations
are membership based organizations that offers\td their members as much as they
give back to the society. They are often non-prafgganizations which are based locally
within the communities and they play a criticalerah creating a ground for individuals
to share their problems and resources. These aajénis serve to bridge the gap
between the ‘haves’ and the ‘have-nots’ of the edgciThe main sources of finance for
these organizations are contributions from the nmembf the organization, society and

donors.



CBOs have been known to face a number of challemgesnning their programs. A
study conducted on the sustainability of commubdged projects in Kenya revealed that
the major challenges that these organizations iiadede poor leadership, inadequate
skills and under-capitalization. Further, the stgtipwed that there is a vast gap between
these organizations and donors. Thus, unless tbeganizations are strategically
positioned, it is very difficult for them to addsesot only the critical issues facing
communities today but also the very challengesatereng their own survival. This

forms the basis for of this strategic plan.

1.1.5 Community Based Organizationsin Mathare Constituency

Mathare Constituency is an electoral constituenayier 290 in Kenya. It is one of the
constituencies in Nairobi County with a populatmml93, 416 (Census, 2009). Mathare
constituency covers an area of approximately 3uasgkilometers. The constituency has
six county ward assemblies, namely; Mabatini walgei ward, Hospital ward, Huruma
ward, Mlango ward and Kiamaiko ward. Part of Mathaonstituency forms one of the
largest slums in Nairobi. Mathare is characteribgdunsafe and overcrowded housing,
elevated exposure to environmental hazards, highapence of communicable diseases,
and a lack of access to essential services, sushratation, water and electricity. Many
residents of slums in Mathare constituency fredyestffer from tenure insecurity, while

widespread poverty and violence further increase thulnerabilities.



There are many initiatives that exist at the comityulevel in Mathare Constituency
through CBOs. They include efforts by individuatsigps to organize the community for
different reasons such as security, economic &esvieducation, and spiritual growth
among other beneficial activities. There are al totdifty registered CBOs in Mathare
constituency. The most visible efforts are the nyosaving groups. The youth are the
majority in Mathare. Due to this fact, many CBOs designed to aid youth and women
in the constituency. Most of the youth and womee anemployed in Mathare
constituency and this explains the reason as to Wigye a many CBOs in the

constituency.

1.2 Resear ch Problem

Most of the research has treated job satisfact®maraindependent and organizational
commitment as a dependent variable (Jernigan e2@02). As Mowday et al. (1982)
suggest, commitment and job satisfaction may be seseveral ways. Job satisfaction is
a kind of response to a specific job or job-relat=dies; whereas, commitment is a more
global response to an organization. Feinstein aokdvasek (2001) analyzed the effects
of job satisfaction on organizational commitmentoai the restaurant employees and
the findings proved that satisfaction level wouldegict their commitment to the
organization. A study conducted by Ali (2005) onre thelationship between job
satisfaction, organizational commitment and turmovieatention among hospital
employees in lIran identified that employees jobistattion and organizational
commitment were closely inter related and correlatath turnover intention. Job

satisfaction has been recognized as a componenbrgdnizational commitment



(Williams, 1995). One way to address issue of eyg®aurnover is to understand the job

satisfaction and commitment level of employees.

CBOs have been known to face a number of challemgesnning their programs. A
study conducted on the sustainability of commubdged projects in Kenya revealed that
the major challenges that these organizations iiadede poor leadership, inadequate
skills and under-capitalization. Further, the stgtipwed that there is a vast gap between
these organizations and donors. Thus, unless tbeganizations are strategically
positioned, it is very difficult for them to addsesot only the critical issues facing
communities today but also the very challengesatereng their own survival. There is
an inherent high rate of employee turnover in nadghe CBOs. With these numbers of
CBOs, there is supposed to be some positive impactiecline in the severity of the
problems in Mathare Constituency especially in Mathare area. Conversely, the
problems seem to be increasing. This acts as dgodmlow productivity on the part of
employees and CBOs in general. This is an indinatat there is likely to be a problem
with job satisfaction and organizational commitmenhhe study aims to examine the

turn- over rates, performance and productivity Iewe the CBOs.

In Kenyan context, various aspects of job satigfacand organizational commitment
have been reviewed. Khainga (2006) carried outssareh on job satisfaction and
organizational commitment among customer care septatives of Safaricom Ltd,;
Kariuki (2007) reviewed the relationship between MPpractices, job satisfaction,

organizational commitment and performance of pubicondary schools in Kenya and
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finally Kithiaya (2011) who studied the relationghbetween pay, job satisfaction and
organizational commitment; a survey of employeeK@&fiyan State Corporations. These
studies focused on commitment and job satisfadtiginno study has been carried out
locally on CBOs linking these two. A gap in litareg has motivated this study as the
study seeks to answer the research question; wiiaéi perceived relationship between
job satisfaction and organizational commitment agn@emmunity Based Organizations

in Mathare constituency?

1.3 Research Objective

To establish the perceived relationship between gabisfaction and organizational

commitment among Community Based Organizations athisire constituency.

1.4 Value of the Study

The management of CBO will be able to identify HRivhactices that contribute to
organizational commitment and job satisfaction heiit respective organizations. This
will lead to improvement in cases where firm’s jsditisfaction is poor and understand
that workers are not only satisfied by monetaryngeut other factors like working
environment. In addition, the management will ba position to understand the effect of
job satisfaction on organizational commitment siagery organization needs committed

employees.

In regard to Human resource consultants, the fgliof this study will enable them to
provide better services to the clients in form afired HR advice. This is in regard to the

relationship between the job satisfaction and degdgional commitment. This will
11



enable the organization to develop an effectivekfeoce that is very efficient and
productive by ensuring that employees are satigfretlcommitted to the organization all

the time.

The findings of this study will also enable the @eins to add value to the existing
knowledge in the Human Resource Management diseiplt will also form the basis
upon which other related and replicated studies loanbased on and also suggest

potential research areas for future researchers.
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CHAPTER TWO
LITERATURE REVIEW

2.1 Introduction

This chapter discusses various theories of jobsfsation and organizational
commitment, factors influencing job satisfactiomganizational commitment and lastly

the relationship between job satisfaction and aegdional commitment.

2.2 Theoretical foundation of the study

In the literature of the job satisfaction and oigational commitment, there are various
theories of job satisfaction and organizational cotment. Maslow (1970) believed that
people who come out of an environment which dodsnmeet their basic needs tend to
experience psychological complaints later in IBased on the application of this theory
to organizational settings, it can be argued tlemipfe who do not meet their needs at
work will not function efficiently. Maslow’s (1970heory is based on two assumptions;
that is: people always want more and people ardhtiggr needs in order of importance
(Smith & Cronje, 1992). Maslow (1970) summarizedse needs into five; physiological
needs, safety needs, social needs, ego and estens and finally self-actualization
needs. Practicing managers have given Maslow'sOj18&ed theory wide recognition,
which they ascribe to the theory's intuitive logied ease of understanding. However,
Robbins et al. (2003), argue that research doesvalatate the theory, since Maslow
(1970) does not provide any empirical substantigtand a number of studies that were

seeking validation for the theories have similary found support for it.
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Alderfer (1972) revised Maslow's theory to alignrwavith more empirical research
(Robbins et al., 2003). Alderfer’s (1972) theorya$erred to as ERG theory and is based
on the following three needs; existence, relateslresl growth. Existence is involved
with providing individuals with their basic existm requirements and it subsumes the
individual's physiological and safety needs. Relagss is the desire to keep good
interpersonal relationships, which Maslow labeletial and esteem needs. Growth
needs are an intrinsic desire for personal devedmprbased on the self-actualization
needs of Maslow. The ERG theory pivots around thal @oint that more than one need
is in operation at the same time. When the aspmat satisfy a higher need is subdued,
the desire to satisfy a lower order level needaases. Alderfer (1972) mentions two
forms of movement which will become important tpexson. The first one is referred to
as satisfaction-progression. The second movemetiteidrustration-regression, which
provides additional insight about motivation andmiam behaviour. According to
Alderfer (1972), when a person’s needs are frustraat higher level, it leads to

movement down the hierarchy.

In terms of Herzberg's (1966) motivation-hygienedty, factors that make employees
feel good about their work, are different from tastthat make them feel bad about their
work. According to Herzberg (1966), employees whm satisfied at work attribute their

satisfaction to internal factors, while dissatidfiemployees ascribe their behaviour to
external factors. Factors that play a role in dbaotmg to the satisfaction of employees
are called motivators, while hygiene factors cdmitie to job dissatisfaction. These two

factors are also called the intrinsic (internalyl axtrinsic (external) factors. It can be
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argued that if the hygiene factors are removed,itsunlikely workers will be satisfied.
Both the hygiene factors and motivators play anartgnt role in the performance of the
individual. Criticism against Herzberg's (1966) dheis that the relationship between
motivation and dissatisfaction is too simplisticvasl as the relationship between sources

of job satisfaction and dissatisfaction (Smithlel892).

Locke’s (1976) Affect Theory is arguably the moaibus job satisfaction model. The
main premise of this theory is that satisfactiomésermined by a discrepancy between
what one wants in a job and what one has in aRolther, the theory states that how
much one values a given facet of work (e.g. theree@f autonomy in a position)

moderates how satisfied/dissatisfied one becomesnwdxpectations are/aren’t met.
When a person values a particular facet of a jabs#tisfaction is more greatly impacted
both positively (when expectations are met) andatiegly (when expectations are not

met), compared to one who doesn’t value that facet.

2.3 FactorsInfluencing Job Satisfaction

Finding out exactly what makes people feel satiséibout their work can become a multi
- faceted issue. According to Arnold and Feldma®9@), there are a variety of factors
that make people feel positive or negative aboair tfiob. Moreover, some employees
may be satisfied with a few aspects of their wouk dissatisfied with all other aspects,

(Mullins 2002).
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There is no doubt that monetary rewards may plagrg influential role in determining
job satisfaction. As indicated by Arnold and Feldn{a996), pay can have a powerful
effect in determining job satisfaction. Man has tiplé needs and money provides the
means to satisfy these needs, (Arnold and Feldn@®@®)1 Furthermore a desire for
money stems from people’s needs to satisfy theysighl and security needs, whilst “go
getters” view pay as a status and recognition syifitmzke, 1976).Therefore the concept
of pay or money may have different meanings tced#ht individuals. Chen et al. (2006)
also reminds that if salaries are not market rdlatieis can lead to dissatisfaction and
discontent. Educators may be grieved by the fhet, their experience and qualifications
is not consistent to the salaries that they eaeh.elNal (2004) concurs that staff members

will compare with other employees to what theyipudnd get out from an organisation.

A staff member may be totally happy with the jomdibions and the people they work
with; but may dread the work itself. The ‘work ifsewill play a critical role in
determining how satisfied a worker is with his @r b, (Arnold and Feldman 1996).
Arnold and Feldman (1996), also state that empkyd®uld be entrusted with some
autonomy in how they carry out their tasks, whidh ad to his or her job satisfaction.
This will bring about individuality and sovereignity performing a job. Moreover, some
staff members may view their job as tedious and ksmulating. Nel et al (2004),
indicates that people would rather prefer a jolt ihanteresting, challenging and would

create opportunities for self-actualization andgggtion.
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The level of promotion has a stronger impact on gatisfaction as compared to
recognition and achievement. The promotion to tegt nevel will result in positive

changes such as pay, autonomy and supervisionolghemd Feldman 1996). However,
Gazioglu (2002) warns that those top achievers ptedhtoo quickly can result in

dissatisfaction amongst loyal, intelligent but lessative senior workers. The human
resources department, at most times, is constasked the question “does the job
position entails opportunity for advancement (préior.” Locke (1976) advocates that
the wish to be promoted stems from the desire $ycipological growth, the desire for
justice and the desire for social stays. Managerakatild therefore bear in mind, that
promotion can serve as a very positive motivatiogl in ensuring that the employee

attains goals at a higher level.

There has been a huge outcry from educators opdlee supervision in the education
sector. Many staff has complained that their senimck human relations and supervisory
skills. They have also made mention of the tremamsdamount of favoritism and
inequities that exist at management level. AccaydoNel et al. (2004), if workers view
their superiors as fair and competent and sintleedgevel of job satisfaction will be high.
Furthermore, those workers that perceive their eygsk as unfair, incompetent and

selfish will therefore experience a lower levejaf satisfaction.

The worker would rather desire working conditiowkjch will result in greater physical
comfort and convenience. The absence of such wgdanditions, amongst other things,

can impact poorly on the workers mental and physigzll-being, (Nel et al, 2003).
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Robbins (2001) advocates that working conditiondl wifluence job satisfaction, as
employees are concerned with a comfortable physiogk environment. In turn this will

render a more positive level of job satisfactiomn@d and Feldman (1996), promotes
that factors such as temperature, lighting, veitite hygiene, noise, working hours, and
resources form all part of working conditions. Ealiecs may feel that poor working
conditions will only provoke negative performanaice their jobs are mentally and

physically demanding.

2.4 M easurement of Job Satisfaction

Job satisfaction is also important in everyday. lBgganizations have significant effects
on the people who work for them and some of thdfeets are reflected in how people
feel about their work (Spector, 1997). This malads gatisfaction an issue of substantial
importance for both employers and employees. Engpoybenefit from satisfied
employees as they are more likely to profit fronwdo staff turnover and higher
productivity if their employees experience a higivel of job satisfaction. However,
employees should also be happy in their work, githenamount of time they have to

devote to it throughout their working lives (Nguydiaylor and Bradley, 2003a).

There are a number of measures that can be usaddsure job satisfaction. One such
measure is the pay that is associated with thethab an individual is required to do.
According to OECD (1996b) income is typically foutwl be positively correlated with
overall job satisfaction. It is suggested thattredg as well as absolute, income matters to

workers. In this formulation, workers care abowgithrank or relative position in some
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income distribution, as well as about the amounthefir paycheck. The pay that an
employee receives including the other non pecuniyefits determines the level of

satisfaction the employee has in the job ( Frafk3].

The other measure of job satisfaction is hours ofkwHours of work have recently
become an important policy issue, figuring in debatver both potential cures for high
unemployment and discussions of overwdtks important to bear in mind the caveat
evoked above when considering this informationualchours have to be considered in
terms of their relation to workers’ desired houktthe same time as average hours have
been falling in most countries, the percentage ofkers classified as involuntary part-
time has risen from its trough level in 1990. Aading to OECD (1995) there is a
growing tendency to more part time work becauseenpaople are more than willing to
reduce the hours they spend at work. The time peads working largely determines

how satisfied that person will be with the job.

According to OECD (1997a) future prospects for potion and job security determine
how satisfied a worker will be with the current jobhe level of difficulty associated
from performing a particular job; job interest, giige and independence; interpersonal
relationships as well as values and outcomes atermdine the level of job satisfaction

among employees in any organization.
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2.5 Organizational Commitment

Organizational commitment has emerged as an impodanstruct in organizational
research owing to its relationship with job relateohstructs such as absenteeism,
turnover, job satisfaction, job involvement anddieasubordinate relations (Arnolds and
Feldman, 1996: Bagraim, 2003). Organizational camemt can be considered to be
affective responses or attitudes which link or citan employee to the organization.
Bagraim (2003) defines organizational commitmentaastrong desire to remain a
member of a particular organization, a willingnesexert high levels of effort on behalf
of the organization and a definite belief in andegatance of the values and goals of the
organization. According to Mawday (1982), peopleoveine committed are more likely to

stay in an organization and work towards the ogtional goals.

According to Meyer and Allen's (1991) three-compunmodel of commitment, prior
research indicated that there are three "mind set&h can characterize an employee's
commitment to the organization. Bussing (2002) ifiess three sources of commitment:
the instrumental, affective and normative sourcéfedtive commitment emphasizes
attachment to the organization; individuals puttladir energy into their work, which is
not expected of them. According to Bussing (2008trumental commitment focuses on
the idea of exchange and continuance. Normativaratment focuses on an employee’s
feelings of obligation to stay with an organizati®agraim (2003) states that although
various multidimensional models of organizationaimenitment exist, the three models,
which are proposed by Meyer et al. (2001), are lyidecepted in organizational

research.
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Affective organizational commitment is conceptuatizas an individual's attitude
towards the organization, consisting of a strondieban, and acceptance of, an
organization’s goals, willingness to exert consatide effort on behalf of the organization
and a strong desire to maintain membership in tigarozation. Mowday et al (1982)
define affective commitment as the employee’s pasiteelings of identification with,
attachment, and involvement in the work organizatiBagraim (2003) maintains that
affective commitment develops if employees are dblaneet their expectations and
fulfill their needs within the organization. Affeeé commitment results in employees
staying within an organization because they wanatal according to Romzek (1990),
these employees will generally act in the orgamné best interest and are less likely to
leave the company. Robbins et al (2003) concludeitidividuals will expend different
degrees of effort and maintain differing affectrésponses to an organization depending
upon perceived commitment of an organization teemployee within the organization.
Therefore, employees will exhibit organizational nooitment in exchange for

organizational support and rewards.

Buitendach and de Witte (2005) posit the view tbamtinuance commitment can be
conceptualized as the propensity for employeeséb dommitted to their organization
based on their perceptions of the associated ob#tsving the organization. Meyer et al
(2001) maintain that continuance commitment camded to refer to anything of value
that an individual may have invested (e.g. timéref money) that would be lost to be

deemed worthless at some perceived cost to theidudil if he or she were to leave the
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organization. Such investments might include cbotrons to non-vested pension plans,
development of organization specific skills or g&atuse of organizational benefits such
as reduced mortgage rates and so on. The percebpgedf leaving may be exacerbated

by a perceived lack of alternatives to replace akenup for the foregone investments.

Normative commitment can be conceptualized as thleefbthat employees have a
responsibility to their organization (Bagraim, 2D0®/iener (1982) defines commitment
as the totality of internalized normative pressutesact in a way which meets
organizational goals. According to Bagraim (2008yployees experience normative
commitment due to their internal belief that itheir duty to do so. Sparrow and Cooper
(2003) suggest that normative commitment encompaaseemployee’s felt obligation
and responsibility towards an organization and aseldl on feelings of loyalty and

obligation.

2.6 Measurement of Organizational Commitment

Employees with work oriented central life interast more likely to be highly committed
to the organization than employees exhibiting a-work interest. Turnover can
effectively be used to measure organizational cdmemt. Research has shown that
highly committed employees will be less likely &aVe their jobs and sometimes may
perform at higher levels than their less committednterparts. Low rates of turn-over
are clear indications of high levels of organizasibcommitment and vice versa (Wiener

and Verdi, 1980).
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Turnover is closely related to the concept of dcteaure in the organization. The
duration which an employee expects to stay withdtganization will greatly influence

his/her commitment. If an employee anticipatesiatajonger in the organization, then
such an employee is expected to exhibit high legélsrganizational commitment than
an employee who anticipates staying shorter inafganization (Stamp and Hartman,

1984).

Mowday et al (1980) suggest that absenteeism rates also closely related to
organizational commitment. There is a significaglationship between organizational
commitment and absenteeism. Employees who are oratnited to the organization
tend to be perpetually absent from their jobs. Cdeoh employees tend to be rarely
absent from their jobs. Another measure of orgdim@al commitment is employee
performance. Employees who are highly performingdtéo be more committed than
employees whose performance levels are low. The &n® interrelated: once an
employee is highly committed to the organizatios/ier performance will definitely be

high.

2.7 The Relationship between Job Satisfaction and Organizational
Commitment

The integral part of any management process isaoage the people at work. A well-
managed organisation sees worker as the root aaus@ality and productivity. An

effective organisation will always promote a sem$ecommitment and satisfaction
among its employees. The significance and impoetarfche concept of organizational

commitment in terms of leading to beneficial orgaional and desirable outcomes such
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as increased productivity, reducing absenteeismtamibver, has been documented by

many studies such as those of (Bagraim, 2003; t\Na| 2004 and Bussing, 2002).

As an attitude, differences between commitment jabdsatisfaction are seen in several
ways (Mowday, et al., 1982). Commitment is a mdodbal response to an organization
and job satisfaction is more of a response to aifspgob or various facets of the job.
Wiener (1982) states that job satisfaction is dmude toward work-related conditions,
facets, or aspects of the job. Therefore, commitrsaggests more of an attachment to
the employing organization as opposed to speai&d, environmental factors, and the
location where the duties are performed (Mowdagl.et1982). When discussed on these
terms, commitment should be more consistent tharsgisfaction over time. Although
day-to-day events in the work place may affect mpleyee’s level of job satisfaction,
such transitory events should not cause an emplty@eevaluate seriously his or her

attachment to the overall organization (Mowdaylgt1®82).

Adnan et al (2010) conducted a study to find oet @intecedents of Job satisfaction in
telecom sector. The research was conducted toifigehe factors that lead to job
satisfaction and commitment of employees working telecom sector in Pakistan.
Through questionnaire survey responses from 22laymegs working at managerial and
non-managerial positions were collected, which swbwhe significant association of
supervision and collegiality and open communicabarjob satisfaction. The correlation
results show the high association of performanceragal system with career

development and management, which indicates thamiployees are promoted on the

24



basis of performance, then it increases job satisfa Secondly, communication is also
found highly correlated with job satisfaction amd jcommitment, pertaining that open
flow of communication not only provides satisfactiout also confer a sense of loyalty to
and identification with the organization. Thirdlypb satisfaction was found most

significantly related with job commitment in thisudy.

According to the study conducted by Gunlu (2010)oh satisfaction and Organizational
commitment of hotel managers in Turkey, the findimgdicate that extrinsic, intrinsic,
and general job satisfaction have a significaneaffon normative commitment and
affective commitment. In addition, the findings gegt that the dimensions of job
satisfaction do not have a significant effect omtcmance commitment among the
managers of large-scale hotels. When the charstitsrof the sample are regarded, age,
income level, and education have a significantti@tahip with extrinsic job satisfaction

whereas income level indirectly affects affectieenenitment.

Rosenberg (2008) undertook a study to find outréthegtionship between job satisfaction,
organizational commitment and turnover intentioroaghospital employees .The result
indicated that hospital employees are moderatdigfigal and committed. Employee’s
job satisfaction and organizational commitment waosely inter related and correlated
with turnover intention. As job satisfaction andyanizational commitment have strong
correlation with turnover, it is very important teinforce them by applying the right

human resource policies.
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CHAPTER THREE
RESEARCH METHODOLOGY

3.1 Introduction

This chapter is a description of the methodologgduis the study to find answers to the
research question. In this chapter, the resear¢hadelogy is presented in the following
order, research design, sampling procedure, ddliecton methods, instruments of data
collection and finally the data analysis. The fallog sections provide a detailed

description of the methodology utilized in the stud

3.2 Resear ch Design

This study adopted a cross sectional descriptiveegudesign that aims at investigating
the relationship between job satisfaction and dggdional commitment among
Community Based Organizations in Mathare constityerccording to Denvir and
Millet (2003), research design provides the glua tiolds the research project together.
A structure is used to restructure the researclshtw how all the major parts of the
project, which include samples or groups, measutegtments or programs, and
methods of assignment that work together to trgddress the central research questions.
This is because the study sought to establish atioethip between variables. A
descriptive survey was undertaken. Descriptivegiesiesult in a description of the data,
either in words, pictures, charts, or tables, ardicate whether the data analysis shows

statistical relationships or is merely descriptive.
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3.3 Population of Study

Target population can be defined as a completeofs@tdividuals, cases/objects with
some common observable characteristics of a p#atictature distinct from other
population. According to Mugenda and Mugenda (1989opulation is a well-defined
as a set of people, services, elements and evgotgy of things or households that are

being investigated.

Census survey will be used in this study.This meéhasdata was collected from the fifty
CBOs in the consitituency as indicated in appehdi€ensus survey was favoured due to
the ability to collect data that is unique and tainslard measure as the information to be
collected from the respondents in the study.Steatisampling was used to get five
respondents from every CBO,one from top managetmentfrom middle level

management and two from low level staff.

3.4 Sampling Design

The study adopted stratified sampling to pick resfgmts for this study. Mathare
constituency has a total of 6 Wards namely: HobMard, Mabatini, Huruma, Ngei,
Mlango Kubwa and Kiamaiko. These six county assgmi@rds were treated as strata
from which respondents were drawn. The researghekted 2 community based
organizations from each of the wards and this ¢ed total of 12 CBOs. The researcher
then selected two respondents from each of the GB@s making the total number of

respondents 24.
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3.4 Data collection

The data collected from the primary sources watensyatically organized in a manner to
facilitate analysis. The researcher used a stredtuquestionnaire as primary data
collection instrument. The questionnaire is con@deappropriate because it is more
convenient to administer and to collect data tdoenthe achievement of the objective of
the study. The primary data to be collected inghely include data on job satisfaction

and organizational commitment.

The primary data was gathered through a semi-siett questionnaire. The
guestionnaire contained close ended questions hadug sections. Part A contained
guestions on the bio data of the respondent, PadriBained questions on organizational
commitment and part C contained questions on jdisfaation. Questionnaire was
administered using “drop and pick” method targdtethe selected heads of departments

of CBOs in Mathare constituency. (See appendix II)

3.5 Data Analysis

Data analysis involved preparation of the colledath, coding, editing and cleaning of
data so as to facilitate processing. Percentagegéncies and descriptive statistics were
applied in analyzing the collected data. The resulere then presented using tables,
graphs and charts for ease of understanding. Tles @lowed for interpretation of

findings generated and recommendations from therfgn
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CHAPTER FOUR
DATA ANALYSIS, INTERPRETATION AND DISCUSSIONS

4.1 Introduction

The purpose of this study was to establish the gdeed relationship between job
satisfaction and organizational commitment amongiroanity based organizations in
Mathare constituency in Nairobi Kenya. Primary dates successfully collected from a
total of 24 community based organizations that wecked from Mathare Constituency

in Nairobi. The findings of the study are presermiest.

4.2 Response Rate

The study sought to establish the response ratewha achieved as far as the data
collection exercise was concerned. A total of 1b@sgionnaires were issued and 110

were successfully completed and returned. Thetseatg presented in Table 4.1 below.

Table4.1: Responserate

Response Rate Frequency Percentage
Returned 110 73
Not Retuned 40 27
Total 150 100

It is evident from the findings as tabulated abtivat the study managed to achieve a

response rate of 73%. The percentage of questi@mntdiat were not returned was 27%.
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The 73% response rate was considered sufficieahéble the researcher generalize the

findings on the community based organizations dpegan Mathare Constituency.

4.3 Demographic Information

The study sought to obtain some information on deenographic information of the
respondents. The information was aimed at assigtiegresearcher to understand the
suitability of the respondents in providing reli@atdnd relevant data for the purpose of
establishing the perceived relationship between saltisfaction and organizational

commitment. The results are presented below.

4.3.1 Gender

The researcher was interested in finding out te&idution of the respondents by gender.
This could assist him to ensure that there was gesénsitivity in the selection of the
respondents and also to assist in providing sorieentation on the gender that is more

dominant among the community based organizationathare Constituency.
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Figure4.1: Gender of Respondents

Gender

B Male ™ Female

The findings as presented in figure 4.1 above mtdithat 60% of the respondents who
participated in the study were males while 40%hefriespondents were females. This is a
confirmation that majority of the employees of coomity based organizations operating
in Mathare constituency are males although thesidiffce is not significant to influence

the study.

4.3.2 Duration with CBO

The study sought to establish the duration thah ef¢he respondents had worked with
the respective CBO. This was important in estabigtwhether the respondents had
stayed long enough thus gaining more understanafitige operations of the CBO. The

results are presented in Table 4.2 below.
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Table4.2: Duration in CBO

Duration in CBO Frequency Percentage
0-5 years 65 59
6-15 years 40 36
16-30 years 5 5
Total 110 100

The findings from the study as tabulated in tabl2 dbove reveal that 59% of the
respondents who took part in this study have webrker the community based

organizations in Mathare constituency for betweeh years; 36% of the respondents
have worked for the CBOs for between 6-15 years@ds®e5% have worked for between
1-30 years. This is a confirmation that most af tespondents had worked with the
CBOs long enough to be able to understand betéeranious aspects of their jobs and
thus could easily be able to provide reliable infation that could be used to provide the
required answers to the research question. Howéwsgs observed that the number of
employees who had worked for more than 16 years thik CBOs was very small an

indication that most of the employees leave th@wizations at some stage.

4.3.3 Designation of Respondents

The study sought to establish the designation of @ the respondent who participated

in this study. This was aimed at ensuring thatehsrfairness in the selection of the
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respondents who took part in the study. The redudts the findings are presented in

Figure 4.2 below.

Figure 4.2: Designation

Designation

M Junior staff WM Officer m Middle level manager M Senior manager

It is evident from the findings as illustrated imgure 4.2 above that 40% of the
respondents were junior staff working for the comitwbased organizations. This is a
reflection of the majority of employees in an orgation who normally comprise of
junior staff. It was also clear that 30% of thep@sdents were officers in their respective
community based organizations; 20% were middlel lmaagement employees whereas
10% of the respondents comprised of the seniorl lewanagement staff of the
community based organizations. This implies thikeakls of staff were involved in the

study.
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4.4 Job Satisfaction

The study sought to establish the level of jobséattion among the employees of the
CBOs operating in Mathare constituency. The meardgch of the job satisfaction index

statements was calculated and the results arenpeglseext.

Table4.3: Job satisfaction

Mean STD Deviation
| get fair pay for work done 2.14 0.43
Promotions are based on merit 2.34 0.47
I have issues with non-salary benefits 3.24 0.65
There is no recognitions for doing a good job 1.54 0.31
I have a qualified and competent supervisor 1.32 0.26
We have fair rules that make work easier 2.96 0.59
I have no regrets for working with this company 2.62 0.52
Sometimes | consider this job worthless 4.23 0.85
Vertical and horizontal communication is encouraged 2.56 0.51
Salary increments are frequent in the organization 2.87 0.56
Performance is key to promotion 3.21 0.63
| have a supervisor who is subjective instead of being objective 2.39 0.49
The package | get is commensurate with other similar employers 2.22 0.45
Being appreciated is rare in the work place 1.89 0.36
Bureaucracy gives me no chance of doing my best 3.45 0.74
My colleagues are very incompetent and this overloads me with work 2.74 0.52
I love my job and am happy to have it 2.36 0.46
I have no clear performance targets to guide me 4.28 0.84
There is a lot of witch-hunting in this organization 341 0.71
This a good employer by all standards 3.26 0.66
Every day spent at work is a day well spent 1.62 0.34
All employees are fairy remunerated 2.67 0.53
Job descriptions lack equitable distribution of duties 4.63 0.92
Teamwork is encouraged at work 3.12 0.54
My contribution in departmental meetings is taken seriously 2.54 0.58
So much is not clear to me about this organization. 4.86 0.98
| feel ashamed to talk to anyone about my job 412 0.76
I am happy with the promotion criteria used by the organization 2.49 0.49
| receive adequate training to do my job efficiently 211 0.42
The ambiance in my workplace is good 1.98 0.39
It feels bad whenever | remember that | must do this job every day 4.41 0.88
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Generally speaking | like this job though a few things are not right 3.14 0.63

The findings from the study tabulated in table @n3he job satisfaction of the employees
working for community based organizations in Maghaonstituency reveal that most of
the employees are not comfortable with the pay tiety Most of them as indicated by a
mean of 2.14 disagreed with the position that @petyfair pay for the work they do. This

is an indication that most of the employees belithat they do not get fair remuneration
that is commensurate with the job they do. Thelifigs also reveal that most of the
community based organizations in Mathare consttyeato not have fair rules that can

make work easier. This was supported by a mearBéfahd a standard deviation of 0.59

confirming that majority of the respondents indechthat the rules were not fair.

The study further established that most of the aedpnts disagreed that the
remuneration they get in their present jobs is cemsurate with what other people in the
same jobs with other organizations earn. This gpsued by a mean of 2.22 and a
standard deviation of 0.45 that confirm that mdsthe respondents disagreed with the
statement that their salaries merge those paidthwr @mployers for similar positions.
There was also an indication that most of the nedpots as seen through a mean of
1.62and a standard deviation of 0.34 do not belieatevery day they spend at work is a
day well spent whereas a mean of 2.67 on whethHeeraployees are adequately

remunerated confirms that most of the respondeségked.

The study also revealed that the respondents @isdgwrith a number of aspects on job
satisfaction such as being happy with the promotidteria; receiving adequate training

and having a good ambience at the work place. Speas with which the respondents
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agreed include promotions based on merit; encourage of vertical and horizontal
communication; job descriptions lacking equitablestribution of duties; lack of
teamwork; lack of clarity on a number of issuesthe organization as well as being

ashamed to talk about their jobs elsewhere.

4.5 Organization Commitment

The study sought to establish the level of comnmiimikat the employees who work for
the community based organizations have for thepeetive organizations. The findings

from the study are presented next.

Table 4.4: Organization commitment

Mean STD Deviation
It is great to belong to this organization 1.88 0.38
| have a passion for this organization 1.94 0.39
Working at the organization has a great deal of personal meaning 241 0.48
| feel a strong sense of belonging to the organization 2.44 0.49
The organization deserves my loyalty. 4.44 0.89
I am proud to tell others that | work at the organization 2.32 0.46
I would be happy to work in my organization until | retire. 2.66 0.53
My employer’s problems are mine too 2.79 0.56
| enjoy discussing the organization with people outside of it. 2.68 0.54
I never mind leaving even if | have no alternative job 411 0.82
| like this employer and can't leave yet 2.68 0.54
My life may be affected greatly if | leave this organization 3.02 0.61
Leaving this organization will be painful for me 3.42 0.68
The need to survive does not tie me with this organization 2.74 0.55
If I left this organization getting a better alternative is difficult 3.29 0.66
This organization has better benefits that | can get elsewhere 341 0.68
I would be nobody without this organization 2.25 0.45
| owe my achievements to this organization and am loyal to it 2.31 0.46
I don’t mind staying with the organization till retirement 2.84 0.57
I will think twice if am given a better opportunity 2.43 0.49
I will mind if this organization closed operations 1.64 0.33
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I have never thought of leaving this organization 1.89 0.38

Leaving this organization is not my priority at the moment 2.47 0.49

I am comfortable working for this organization alone 2.66 0.53

The findings from the study reveal that most of éneployees registered very low levels
of organizational commitment as observed through ieean scores of less than 3. For
instance it was clear from the findings that mdshe employees as supported by a mean
of 1.88 disagreed that it is great to work for tlnganizations they currently work for. A
mean of 1.94 and standard deviation of 0.39 alsdircoed that most of the employees
did not have passion working for their current eoypls; a mean of 2.41 and standard
deviation of 0.48 indicate that most employees @b @&ssociate working for their
employers as having any deal of personal meaninpg¢m and a mean of 2.44 and a
standard deviation of 0.49 confirmed that mosthef tespondents do not have a sense of

belonging by working for their organizations.

It was evident that most of the respondents ddemltcomfortable informing others the
organization they work for as supported by a mefa@.82 and a standard deviation of
0.46. A mean of 2.25 confirmed that most of thepoeslents disagree that the
organizations had made significant changes in thais; a mean of 2.31 and a standard
deviation of 0.46 indicates that the respondergagtee that their achievements are as a
result of working for their specific organizationghile another mean of 4.317 is a
confirmation that most of the respondents do natktlthat they will work for their
respective community based organizations till eetient.The study further revealed that
a mean of 2.84 confirms that most of the emplogeesiot comfortable working for their

respective community base organizations alone. whs an indication that they may opt
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to move to other organizations later in their ceseélowever, most of the respondents
indicated that they have not thought of leaving dihganization even if the conditions

were not all that admirable.

It was also established that what keeps most of dhmployees in their current
organizations is the need to survive. A mean oft aid a standard deviation of 0.75
confirmed that most employees stick to their orgations because they need a job that
can support their survival. A mean of 2.43 and d&adh deviation of 0.49 confirmed that
most of the employees agree that they will notkhimice if they are provided with a
better opportunity than what their current orgatiares provide. This is a confirmation

that most of the employees have very low commitri@titeir organizations.

4.6 Reationship between Job Satisfaction and Organizational
Commitment

The researcher conducted a correlation analysisvelegt job satisfaction and
organizational commitment in order to establishdtrength and direction of relation that
exists. The correlations with high values both fpesiand negative were picked and are

presented next.
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Table4.5 Correlations

The need to I will not look I would be Leaving this | lam
survive is what back if am nobody organization | comfortable
ties me with this | given a better without this is my working for
organization opportunity organization priority at this
the moment | organization
alone
| get fair pay for work -.897 -.769 -.523 -.698 -.587
done
| love my job and am -.796 -.642 -.696 -.558 -.632
happy to have it
| feel ashamed to talk .845 .793 -.544 .893 -.458
to anyone about my
job
All employees are -.612 -.784 -.482 -.553 -.414
fairy remunerated
| have no regrets for -.667 -.565 -.441 -.884 214
working  with  this
company

From the correlation results tabulated above, gviglent that there is a strong inverse
correlation between fair pay for work done andriked to survive as the reason that ties
employees to the community based organizations.cohelation coefficient of -.897 is
an indication that the employees do not get fay pat are only forced remain in the
organization because of the need to survive. Fayr and not looking back if given a
better opportunity had a strong inverse correlatibh769. This is a confirmation that the
employees do not get fair pay hence will opt outhef organizations if they are provided
with a better chance. There was also a strong ipesiiorrelation of 0.845 between
feeling ashamed to talk about the job one doestlamdeed to survive. This implies that
employees are actually ashamed of talking to anyameut their jobs but have no
alternative and have to stay because they needtBsimmeo survive on. There was a
strong positive relationship of 0.893 between feglashamed to talk about a job one

does and leaving the organization as a priorityis TH a confirmation that most of the
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employees are not confortable with their jobs araleh prioritized leaving the

organization as an important issue in their lives.

The results from the findings reveal that there was$rong inverse relationship of -0.884
between having no regrets working for the orgamraand leaving the organization as a
priority. This is an indication that most of the goyees of the community based
organizations have regrets working for the orgaiona hence would like to leave any
time they get an opportunity to do so. In genethgé study reveals that low job

satisfaction leads to low organizational commitméhthe employees are not satisfied
with the jobs they are doing, then the chances heimt being committed to the

organization are very low.

4.7 Discussion

The findings from the study reveal that generdhy, employees of the community based
organizations operating in Mathare Constituency aoé satisfied with most of the
aspects of their work. The employees registereat afl dissatisfaction with most of the
aspects only showing satisfaction in very few atpethese findings confirm the
position held by Arnold and Feldman (1996) who estbeat there are a variety of factors
that make people feel positive or negative aboeir flob. They further claim that some
employees may be satisfied with a few aspectsesf tork but dissatisfied with all other

aspects.

It was also clear that most of the employees ofdb@munity based organizations in
Mathare constituency are not satisfied with theueenation they currently receive. This
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was evident from the fact that most of them did thitk that their remuneration was
commensurate with the other employees in similaitjpms.This is not aurguring well
with the organisations since according to Clark @sivald(1996), job satisfaction has
been shown to fall as pay for reference group f$es also confirms Chen et al's view
that if salaries are not market related ,it wildeto dissatisfaction and discontent.Maslow
(1970) when explaining the hierarchy of human nesatgirmed that people always want
more and people arranged their needs in order pbitance. This statement by Maslow
assists to explain the reason why the employeesnoiafeel comfortable with what they
are earning currently since there is that desiteatgee more.

Most of the employees of the community based omgdinins also confirmed that their
priority is to leave the organizations they are kuag for. This implies that the duration
they intend to stay in the organizations is shaatet this is likely to lead to high turnover
and less organizational commitment. The findingsiadine with Stamp and Hartman
(1984) who concluded that turnover is closely eflab the concept of actual tenure in
the organization. The duration which an employgeeets to stay with the organization
will greatly influence his/her commitment. If an ployee anticipates staying longer in
the organization, then such an employee is expécteghibit high levels of
organizational commitment than an employee whacguaties staying shorter in the
organization.The intention by the employees todeidne organization is a clear
indication of lack of commitment.This is in linetWi Bagrain(2003) who stated that
committed employees will desire to remain in tleeganizations and will be willing to
exert high levels of effort on behalf of the orgaation.It is apparent that employees

working with community based organizations in Magheonstituency lack autonomy
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.This is a clear pointer that they have low johssattion.This confirms Arnold and
Feldman (1996) view that employees should be eeflusith some autonomy in how

they carry out their tasks which will lead to jadtisfaction.
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CHAPTER FIVE
SUMMARY, CONCLUSIONSAND RECOMMENDATIONS

5.1 Introduction

This chapter presents the summary of findings enpérceived relationship between job
satisfaction and organizational commitment amongiroanity based organizations in
Mathare constituency in Nairobi. It also presemis tonclusions, recommendations as

well as suggestions for further research.

5.2 Summary of Findings

The purpose of the study was to establish the pederelationship between job
satisfaction and organizational commitment amongiroanity based organizations in
Mathare constituency in Nairobi. The study achieeedesponse rate of 73%. It was
established from the findings that there generallpw level of job satisfaction among
the employees of community based organizations athite constituency. For instance,
it was clear from the findings of the study that #mployees do not receive fair pay for
the work they do. It was also established thatetlveere no fair rules that governed the
operations of the organizations and this gave rémsubjectivity instead of objectivity

from the supervisors.

The study also reveals that most of the employé&é&seocommunity based organizations
operating in Mathare constituency in Nairobi onhpose to stay in their current jobs not
because they love their jobs but because of thé tteearn some money to enable them

to survive. The findings further confirmed that mo$ the employees feel ashamed to
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talk to other people about their jobs and the omgion. It was clear too that most of the
employees of the community based organizationstfelthere is no fair distribution of

duties and responsibilities through their job dgdicns.

The study further found out that the level of onigation commitment among the
employees of community based organizations in Matltanstituency is low. Most of
the employees indicated that they will not looklbddhey got a better opportunity than
what they have. It was thus evident that stayin) tie organization till one retires is not
a priority, but leaving the organization was sesmagoriority. Most of the respondents
confirmed that talking about the organization made feel ashamed since there was no
serious commitment to the organization one worksThe correlation results confirmed
hat when there is low job satisfaction, the levieb@anizational commitment was also

low.

5.3 Conclusions of the Study

There is low perceived job satisfaction among thepleyees of community based
organizations operating in Mathare constituenciairobi. This manifests itself in form
of unfair pay for work done, inequitable distritarti of duties and responsibilities,
subjective judgments from supervisors, lack of fales to guide operations and lack of
recognition when one performs better. Employees afgonot satisfied with their jobs
have low organizational commitment as they are nii@sdy to leave the organization

any time an opportunity arises. They also don’t ehaany attachment with the
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organization since they do not feel as part ofdtganization. Low job satisfaction leads

to low organizational commitment.

5.4 Recommendations of the Study

He study reveals that low job satisfaction lead$ow organizational commitment. The
organizations should establish ways of improving gatisfaction in order to boost

organizational commitment among their employees.

Low organizational commitment is likely to leadHhigh employee turnover since most of
them are always on the lookout for better oppotiesi It will be important for the
organizations to ensure they merge their terms thitise of other similar organizations

in order to reduce the risk of high employee tuerov

5.5 Suggestions for Further Research

This study should be extended to all the other titoienicies in the country. This will
assist in providing more information that can bedus generalize the findings to all the
community based organizations in Kenya.

It will be important to replicate this study aftesme years in order to establish whether
the situation will still be the same or there Wik some improvements that have been

made over time as far as this issue is concerned.
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APPENDICES

APPENDIX I: List of community based organization in Mathare constituency.

Mathare Youth Sports Association
Lepta CBO

Roots CBO

Maji Mazuri CBO

Dreams Youth Group

Pequininons Youth Groups

Mathare Mothers Development Center

Mathare Senior Self Help Group

© © N o gk~ wDdhPE

Mathare Squatters women Group
10.Mathare Slums New Awake

11.Mathare Youth For action

12.Mathare Single mother

13. Majirani Women Group

14.Mathare Slums Youth Self Help Group
15.Mavuno Maji Mazuri Self Help group

16. Ushirika Mathare 4B women Group
17.You and | for our community Mathare youth
18. Alliant Junior Academy

19. Gracious Kideo Education Centre
20.Eden Annex Preparatory School
21.Pilot Education Day Centre

22.Little Bees School

23.Community Blessing Educational Centre
24.Patsue Care Centre

25.Elshedai Educational Centre

26.Mcedo
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27.Genesis Kindergarten Annexe School
28.Genesis Joy Project Institute
29.Valley view Academy

30. Maji Mazuri Academy
31.KAG MCDC School

32.Faith Academy

33.Ngei PAG

34.Genesis Immaculate
35.Ananda Marga

36.Joyrina Educational Centre
37.Eisher Collier School

38. Furaha Preparatory School
39. Ushindi Educational Centre
40.Golden Light Educational Centre
41.St Anne Day Care

42.Caso Upendo Institute

43. St Barbara Academy

44. Mathare Community Outreach
45.Ngei IPCEA Primary

46.AIC Zion Educational Centre
47.AIPCEA No. 10 Academy

48. St Martin Academy
49.Huruma Kindergarten

50. Sincare Preparatory
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APPENDIX II: QUESTIONNAIRE

I nstructions

This questionnaire is designed to collect data tlithelp in better understanding the

relationship between job satisfaction and orgaimwmat commitment among Community

Based Organizations in Mathare constituency. Tha geovided by this questionnaire

will be treated in strict confidence.

SECTION A: BIODATA

1. Name (optional)

2. What is your gender?
i) Male i) Female

3. How long have you worked with the CBO?

)] 0-5years i) 6-15years
i) 16-30years iv) over 31 years
4. What is your designation?
i) Junior staff i) Officer
iii) Mid-level manager i®enior management

SECTION B: ORGANIZATION COMMITMENT INDEX

Kindly tick the appropriate responses concerningryevel of job satisfaction in the

following index.

Use the scale of:

5= Strongly agree
4= Agree

3= Not certain

2= Disagree

1= Strongly disagree
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JOB SATISFACTION INDEX

1 | get fair pay for work done

2 Promotions are based on merit

3 I have issues with non salary benefits

4 There is no recognitions for doing a good job

5 | have a qualified and competent supervisor

6 We have fair rules that make work easier

7 | have no regrets for working with this company

8 Sometimes is consider this job worthless

9 Vertical and horizontal communication is encoeg the work
place

10 | Salary increments are frequent in the orgaozati

11 | Performance is key to promotion

12 | | have a supervisor who is subjective insteduakoig objective

13 | The package | get is commensurate with othatasiemployers

14 | Being appreciated is rare in the work place

15 | Bureaucracy gives me no chance of doing my best

16 | My colleagues are very incompetent and thisloads me with
work

17 | I'love my job and am happy to have it

18 | I have no clear performance targets to guide me

19 | There is a lot of witch-hunting in this organiaa

20 | This a good employer by all standards

21 | Every day spent at work is a day well spent

22 | All employees are fairy remunerated

23 | Job descriptions lack equitable distributionlwties

24 | Teamwork is encouraged at work

25 | My contribution in departmental meetings is takeriously

26 | So much is not clear to me about this orgamaati

27 | | feel ashamed to talk to anyone about my job

28 | | am happy with the promotion criteria usedHmy drganization

29 | | receive adequate training to do my job effitie

30 | The ambiance in my workplace is good

31 | It feels bad whenever | remember that | mughdojob every day

32 | Generally speaking | like this job though ® fihings are not

right
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SECTION C: ORGANIZATION COMMITMENT

Kindly indicate the extent to which you agree withe following aspects of
organizational commitment

Use the scale of: 5= Strongly agree, 4= Agree N&t certain, 2= Disagree and 1=
Strongly disagree

ORGANIZATION COMMITMENT INDEX

5143 |2]|1
1 It is great to belong to this organization
2 | have a passion for this organization
3 Working at the organization has a great dealeo$g@nal meaning
for me.

| feel a strong sense of belonging to the orgsitn

The organization deserves my loyalty.

I would be happy to work in my organization umtiétire.

My employer’s problems are mine too

4
5
6 | am proud to tell others that | work at the arigation
4
8
9

| enjoy discussing the organization with peopléesmle of it.

10 | I never mind leaving even if | have no altewveijob

11 | I like this employer and can’t leave yet

12 | My life may be affected greatly if | leave tloigganization

13 | I can leave this organization without feelthg slightest pain

14 | The need to survive does not tie me to thisroegdéion

15 | If I left this organization it may not be easy get a bettef
alternative

16 | This organization has better benefits that Itaget elsewhere

17 | I would be nobody without this organization

18 | I owe my achievements to this organization andayal to it

19 | I don’t mind staying with the organization titirement

20 | I will think twice if am given a better opporitn

21 | 1 will not mind even if this organization closeperations

22 | | have never thought of leaving this organizatio

23 | Leaving this organization is my priority at tnement

24 | | am comfortable working for this organizatidaree

Thanks for your cooperation

56



