
IJHR

Open Access

Abstract

Background and Objectives: Healthcare human resources management is a challenging and multi-faceted 
task. Study of the interrelation of various variables affecting the performance of the healthcare workers resources 
can provide insight into effective management of human resources in the health settings. Hence, this study 
aimed to explore the relationship between job satisfaction, job motivation and organizational commitment in the 
healthcare workers.

Methods: A sample of 250 healthcare workers was selected from the public hospitals of Boyerahmad Kohkiluyeh 
Province using cluster sampling method. Job satisfaction was measured by Spector’s job survey, job motivation 
by Loudahel Kitchener’s survey and organizational commitment by Allen and Meyer’s survey. The relationship 
between the variables was explored by structural equations modeling.

Findings: Job satisfaction was found to be a significant predictor of job motivation and organizational commit-
ment. In addition, job motivation significantly predicted the organizational commitment.

Conclusions: In order to increase organizational commitment of the healthcare workers, the administrators of 
the healthcare settings should motivate their employees by strategies leading targeting enhancing their satisfac-
tion with job and quality of work life.

Keywords: Job satisfaction, Job motivation, Organizational commitment, Healthcare workers, Healthcare hu-
man resources, Hospital management

Background and Objectives
Providing employees’ job satisfaction in order to achieve 
higher levels of organizational commitment is very impor-
tant because it increases the productivity of employees. 
In human resources literature, several variables identified 
that can affect the performance of employees.

In the study of Brandy and Kondry (1993), sev-
eral variables described that affect employee per-
formance. These factors include characteristics of 
job and organization, attitudes towards the value of 
wages, organizational trust and commitment, the im-
portance of financial rewards, the relation between 
wages, performance and justice in the system [1].

Nanda and Brown (1977) attempted to identify the 

factors that are important in analyzing the perfor-
mance of employees at employment time. They found 
that employees’ productivity related to factors such 
as job satisfaction, job motivation and organizational 
commitment [2].

Fondras (2007) stated that job motivation is a dy-
namic process that affects working conditions, com-
munication, productivity, consistency and the emo-
tional state of employees [3].

Every activity is motivated by several different mo-
tivations by which the activity be performed. Amongst 
all motives, always one is dominant. These motives 
determine the hierarchical structure of job motiva-
tion surrounding people and consequences of their 
performance. These incentives are social, academic, 
cognitive and professional incentives [3]. The system 
of job motivation consists of a combination of intrinsic 
and extrinsic motivations. Intrinsic motivation is moti-
vation of growth of individuals themselves and inter-
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est in learning new things. Although the motivation to 
improve the quality, job correlation and taking awards 
are normal and profitable but they can not be fully at-
tributed to intrinsic motivations. Extrinsic motivations 
include financial rewards, tend to be important, pres-
tige and success [4].

According to the theory of Leonetio (2005), intrin-
sic motivations change the extrinsic motivations to 
increase the occupational activity [5]. Personal and 
professional growth of hospital staffs without increas-
ing intrinsic motivations in the structure of motivation 
would not be possible [5]. The second variable that 
affects rganizational commitment is job satisfaction. 
Luke and Latan (1990) offered a comprehensive defi-
nition of job satisfaction as a positive emotional or 
satisfying state resulted from one's job or job experi-
ence [6].

Job satisfaction is the result of staffs perceptions 
about how their job provides the things they care 
about. According to Mitchell and Lasan (1978), in 
the field of organizational behavior, it has generally 
shown that job satisfaction is the most important vari-
able that has been frequently studied [7]. Luthans 
(1998) stated that job satisfaction has three dimen-
sions:

- Job satisfaction is a positive emotional response 
to the occupational status. 

-  Job satisfaction is often determined by how to 
meet the needs and expectations.

For example, if employees feel that they work hard-
er and receive fewer salaries than others in other or-
ganizations, they are likely to have negative attitudes 
toward their jobs, employers or colleagues. But if 
they feel they are treated well and paid fairly, they will 
probably have a positive attitude towards their jobs.

- Job satisfaction represents several related atti-
tudes which are very important features of job that 
show efficient reaction about people.

These include job, salary, increasing opportunities, 
mentoring and etc.

Job satisfaction is so important that its absence 
often leads to ignorance and reduction of organiza-
tional commitment [8].

As an important component in the organizational 
research, organizational commitment due to rela-
tionship with structures such as absence from work, 
transfer of employees and job satisfaction was ap-
peared [9,10] and as the ability to replicate or conflict 
of an employee with organization was defined [11]. 
Organizational commitment differs from job satisfac-
tion because organizational commitment is a reaction 
to some specific aspects of the job [12]. There is re-
lationship between organizational commitment and : 

1) strong belief in the organization and acceptance of 
the organizational goals and values​​, 2) much effort 
for the organization, and 3) a strong desire to join the 
organization and keep working in [13].

Many researchers noted that from the early 1950s, 
organizational commitment has been a n  interesting 
subject in the field of organizational behavior [14,15]. 
The authors showed that this increas i ng interest is 
due to the belief that if the organi z ational behavior 
be managed properly the organizational commitment 
can lead to beneficial results such as organizational 
effectiveness, improving performance ,  reducing ab-
sence from work and employees transfer [16,17].

Although there are several researches about orga-
nizational commitment, yet there is not a clear under-
standing of what factors influence it, helping it grows, 
and how encouragement of organizational factors led 
to enhance of organizational commitment.

Balfer and Wexler (1996) noted that organizational 
commitment is an important and appropriate aspect 
to focus on organizational performance and produc-
tivity and designing incentive program to increase the 
organizational commitment [19].

In the short term, such incentives can direct the be-
havior of employees towards achieving productivity 
[20]. Organizational commitment is considered as the 
most prominent and important human resource strat-
egies and employee commitment is a key factor in 
achieving economic performance [21].

According to what mentioned above, the purpose of 
the present study was to examine three variables:  job 
motivation, job satisfaction and organizational com-
mitment and also answer the following questions:

• Is there a meaningful relationship between the job 
motivation, job satisfaction and organizational com-
mitment?

• Are the job motivation and job satisfaction able to 
predict the organizational commitment?

Methods
Study Design and Settings

Population and Sampling: 

In this correlational study, 250 employees of public hospi-
tals in Boyerahmad Kohkiluyeh were selected using clus-
ter sampling. In this case, among all cities of Kohkiluyeh 
and Boyerahmad, three cities and among all hospitals of 
the city, one hospital was selected randomly. Then, the 
questionnaires were given to all selected hospital staff by 
the researchers to respond.
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Measuring and Instruments

To collect data for this study, the following tools were used:

A) Test of Spector’s Job Satisfaction:

It was a 36-item instrument with Likert scale of five de-
grees. It is worth mentioning that the first question to the 
seventeenth of this questionnaire measured job satisfac-
tion and was graded directly and eighteenth to the last 
question measured job dissatisfaction and graded in-
versely. Using Cronbach's alpha 0.82, its reliability was 
calculated.

B) Meyer and Allen’s organizational commitment 
questionnaire:

The questionnaire included 24 questions with a scale 
of five options. The options included fully disagree, 
disagree, neutral, agree and totally disagree that the 
scores allocated to them was one to five, respectively. 
The questionnaire had three subscales, namely: affec-
tive commitment, normative and coherence.

In the present study, using Cronbach's alpha, the 
reliability of this instrument was calculated as follows 
indicating high reliability of the tool.

C) Ludahel Kitchener’s Job Motivation Questionnaire:
The questionnaire consisted of 20 multiple-choice 

scales that its score was from 1 to 4. The question-
naire measured qualities such as seriousness in 
work, the rate of interest to job, job importance, re-
sponsibility, self-esteem and self-control.

In the present study, using Cronbach's alpha, the 
reliability of this instrument was calculated as follows 
indicating high reliability of the tool.

Results
According to the findings in Table 1, most participants in 
the study were female (67.2%) and aged from 23 to 32 
years (71.6%) and had a work experience of 1-7 years 
(47.6%).

The above table showed that there is a significant 
positive relationship between job satisfaction, job mo-
tivation (0.45) and organizational commitment (0.46). 
Also, there is a significant positive relationship be-
tween job motivation and organizational commitment 
(0.40).

Thus, it is concluded that there is a significant posi-
tive correlation between the three variables. It means 
that by increase of job satisfaction and job motivation, 
the organizational commitment also increases.

The parameters indicate that whether the obtained 
data are consistent with the conceptual model or not. 
In other words, the data and model are consistent with 

each other and data supports the designed model.
As can be seen in the above table, GFI=0.90 and 

AGFA=0.70 are close to one; much closer to one, 
these indicators represent more perfect fit of the 
model. Also, the RMSEA is also indicative of the util-
ity of model.

As shown in the table, job satisfaction with beta co-
efficient of 0.45, showed 45% of the variance of job 
motivation and with beta coefficient of 0.34, showed 
34% of the variance of organizational commitment.

Also, job motivation with beta coefficient of 0.25, 
explained 25% of the organizational commitment and 
job satisfaction and organizational motivation with 
beta coefficient of 0.21 together explained 21% of the 
variance of the organizational commitment.

The test of effect in the final modeling indicated di-
rect effect of job satisfaction on organizational com-
mitment (p < 0.01 and t=5.32) and an indirect effect 
on organizational commitment through job motivation 
(p < 0.01 and t = 4.49).

As shown in Figure 1, job satisfaction had both di-
rect and indirect effect on organizational commitment 
through job motivation.

Table 1    Reliability of the organizational commitment 
scale 
 

Variables Cronbach's alpha 

Emotional commitment 0.95 

Normative commitment 0.82 

Ongoing commitment 0.76 

Organizational commitment 0.92 

 
  

Table 2    calculation of reliability using Cronbach's 
alpha for job motivation questionnaire and its subscales 

Variables Cronbach's Alpha 

Seriousness 0.78 

Interest 0.66 

Responsibility 0.79 

Self-Esteem 0.63 

Self-Control 0.75 

Total questionnaire 0.82 
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Discussion
The results in Table 4 indicated that there was positive 
relationship between job satisfaction, job motivation and 
organizational commitment. Also, the findings in Table 5 
and Figure 1 showed that job satisfaction had direct and 
indirect effect on organizational commitment through job 
motivation. These findings are consistent with findings of 
Drago et.al (1992), Moon (2000), Samad (2007), Okpara 
(2004), and Ayni and Fopula (2007) [26,29,7]. All these 
researchers concluded that there is positive relationship 
between job satisfaction, job motivation and organiza-
tional commitment.

It is thought that job satisfaction and job motivation 
of employees lead to increase of organizational com-
mitment. It means that job satisfaction and job motiva-
tion are preconditions of organizational commitment. 
In the research conducted by Serolen and Smith on 
nurses, positive relationship between organizational 
commitment and job satisfaction and personal fac-
tors was reported [30]. It seems that the wider and 
larger organizations lead to more attention to acquire 
costs and decrease the organizational commitment of 

nurses and other health care professionals. Provid-
ing salary and other employees’ benefits which are 
the retention factors in the organization, prevents 
dissatisfaction but does not motivate. In two studies 
conducted by Smith and Serolen, it was reported that 
the main reason of leaving the job by nurses is lack of 
organizational commitment.

In the present study, 30 nurses stated that their or-
ganizational commitment was in relation to personal 
factors such as family needs, job satisfaction, educa-
tional opportunities, financial benefits and desire to 
retirement from the organization [30]. If employees be 
transferred with planning within the organization, in 
addition to meet the needs of organization, it increas-
es organizational commitment and job satisfaction 
and consequently decreases the tendency of leaving 
the job [31].

Conclusions
According to what was said above, in order to prevent 
behavioral problems of the employees, it is necessary for 

Figure 1     The distribution of patients died due to burn injuries over the Provincial geographic region
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organizations to pay special attention to organizational 
commitment. In this regard, in order to improve the quality 
of all services, especially the reliability and quality assur-
ance, the organizations should attempt to increase orga-
nizational commitment by emphasizing the values ​​and 
missions of the organization, selection and employment. 
Enhancing organizational commitment through giving the 
facilities and concessions distinct from other or g aniza-
tions, providing training courses and promoting job, re-
ducing the work experience and fair evaluation of  job’s 
feedback, creating an incentive system along with  the 
results of the employees performance and job security of 
employees through type of employment play significant 
role in improvement of quality of hospital services [32]. 
Finally, regarding the findings, it can be concluded that 
attention to the intrinsic and psychological needs of the 
employees in the organizations lead to their better moti-
vation and performance. Thus, after job security, there is 
a direct relationship between job satisfaction and meet-
ing the psychological needs of employees. If organiza-
tions understand their employees' needs, they c a n be 
more successful in choosing the way they deal effectively 
with them. Therefore, if the organization be able to be a 
place for meeting the needs of staffs, they definitely will 
be more interested in the organization and this  interest 
will be represented as their organizational com mitment 
[33]. According to the findings of the study, the following 
recommendations offered:

Conducting similar researches in the level of hos-
pital management and comparing job satisfaction, job 

motivation and organizational commitment in manag-
ers and employees, evaluating effective factors on 
job dissatisfaction of the study population in the pres-
ent study using interview and observation methods.

Competing Interests

The authors declare no competing interests.

Authors’ Contributions

LGh designed the study and contributed to data analysis, 
interpretation of the results and manuscript preparation. IM 
contributed to manuscript preparation. MRM was involved in 
interpretation of the results. AA and MB contributed to data 
analysis. All authors read and approved the final manuscript. 

Acknowledgments

This article is the result of the research project approved by 
the Azad University of Gachsaran. Hereby, we thank Deputy 
of Research and all those who helped us in this project.

References
1.	 Brudney JL, Condrey SE. Pay for performance: Explaining 

the differences in managerial motivation. Pub Prod Manag 
Rev 1993, 17(2):129-44.

2.	 Nanda R, Browne JJ. Hours of work, job satisfaction and 
productivity. Pub Prod Manag Rev 1977, 2(3):46-56.

3.	 Warsi S, Fatima N, Sahibzada SA. Study on relationship 

Table 3    Demographic characteristics of the 
participants in the study 
 

 
  

Variables N % 

Sex 
   Female 
   Male 

 
 

168 
82 

 
67.2 

32.68 

Marital State 
   Single 
   Married 

 
 

88 
162 

 
35.2 
64.8 

Age 
   32-23 
   42-33 
   43< 

 

 
179 
48 
23 

 
71.6 
19.2 
9.2 

Work 
Experience 
   7-1 
   14-8 
   21-15 

 

 
 

119 
79 
54 

 
 

47.6 
31.6 
20.8 

Table 4    Correlation matrix of the research variables 

Organizational 
Commitment 

Job 
Motivation 

Job 
Satisfaction Variables 

  1 Job Satisfaction 

 1 0.45** Job Motivation 

1 0.40** 0.46** Organizational 
Commitment 

 
  

Table 5     Parameters of the model 
 

NFI CFI AGFA GFA RMSEA df P-Value Chi-square 

0.88 0.90 0.70 0.88 0.71 84 0.000 269 

  



Relationship between Job Satisfaction, Job Motivation, Organizational Commitment Gholizade L et al.

Int J Hosp Res 2014, 3(3):139-144

144

between organizational commitment and its determinants 
among private sector employees of Pakistan. Int Rev Bus 
Res 2009, 5(3):399-410.

4.	 Heckhausen J, Heckhausen H. Motivation und handeln. 
New York: Springer-Verlag Berlin Heidelberg; 2006.

5.	 Dombrovskis V, Guseva S, Murasovs V. Motivation to work 
and the syndrome of professional burn-out among teach-
ers in Latvia. Procedia Soc Behav Sci 2011, 29:98-106.

6.	 Locke EA, Latham GP. A theory of goal setting & task per-
formance: Prentice Hall; 1990.

7.	 Tella A, Ayeni C, Popoola S. Work motivation, job satisfac-
tion, and organisational commitment of library personnel in 
academic and research libraries in Oyo State, Nigeria. Lib 
Philos Pract 2007, 9(2):98-106.

8.	 Luthans F. Organisational behaviour 8th Edition. Boston, 
MA: Irwin, McGraw-Hill; 1998.

9.	 Arnolds CA, Boshoff C. Does higher remuneration equal 
higher job performance?: an empirical assessment of the 
need – progression proposition in selected need theories. 
S Afr J Bus Manag 2000, 31(2):53-65.

10.	 Bagraim JJ. The nature and measurement of multiplecom-
mitment foci amongst South Africanknowledge workers. J 
S Afr Ins Manag Sci 2003, 12(2):13-23.

11.	 Lavy V. Using performance-based pay to improve the 
quality of teachers. Future Child 2007, 17(1):87-109.

12.	 Morris MB. The public school as workplace: The principal 
as a key element in teacher satisfaction. CA: University of 
California, Graduate School of Education; 1981.

13.	 Hart DR, Willower DJ. Principals’ organizational commit-
ment and school environmental robustness. J Edu Res 
1994, 87(3):174-9.

14.	 Aryee S, Heng LJ. A note on the applicability of an organi-
zational commitment model. Work Occup 1990, 17(2):229-
39.

15.	 Goulet LR, Frank ML. Organizational commitment across 
three sectors: Public, non-profit, and for-profit. Pub Pers 
Manag 2002, 31(2):201-10.

16.	 Allen NJ, Meyer JP. Commitment in the workplace: Theory, 
research and application. Thousand Oaks: SAGE Publica-
tions; 1997.

17.	 Mowday RT. Reflections on the study and relevance of 
organizational commitment. Hum Res Manag Rev 1999, 
8(4):387-401.

18.	 Beck K, Wilson C. Have we studied, should we study, and 
can we study the development of commitment? Meth-
odological issues and the developmental study of work-
related commitment. Hum Resour Manag Rev 2001, 
11(3):257-78.

19.	 Balfour DL, Wechsler B. Organizational commitment: An-
tecedents and outcomes in public organizations. Pub Prod 
Manag Rev 1996,19(3):256-77.

20.	 Feldman J, Landsman D. The benefits of incentives. Talent 
Manag Magazine 2007:28-31.

21.	 Shahnawaz MG, Juyal RC. Human resource management 
practices and organizational commitment in different orga-
nizations. J Indian Acad Apply Psycho 2006, 32(3):171-8.

22.	 Zandi M. Examine the relationship between job satisfac-

tion and employee job harnessing the source of Al – Zahra 
University. 2005. [Persian]

23.	 Azadi S. Relationship between emotional intelligence and 
job satis faction of employees in the Branch Gachsaran. 
MS Thesis. University of Gachsaran; 2006.

24.	 SabaghianRudd L. The relationship between creativity, 
organizational commitment, and atrophy of Islamic Azad 
University of Physical EducationTeachers. PhD Thesis. 
School of Humanities, Science and Research Branch, Is-
lamic Azad University; 2004. 

25.	 Bonab HA, MousaviShoja Z, Pirkhaefi A, Poormoghadam 
M. The relationship between locus of control manag-
ers motivate employees Islamic Azad University of East 
Azerbaijan provincein 88-89 years. Farasuye Manag J 
2010(17):33-5. [Persian]

26.	 Drago R, Estrin S, Wooden M. Pay for Perfor Mance Incen-
tives and Work Attitudes. Aus J Manag 1993, 17(2):217-
31.

27.	 Moon MJ. Organizational commitment revisited in new 
public management: Motivation, organizational culture, 
sector, and managerial level. Pub Perform Manag Rev 
2000, 24(2):177-94.

28.	 Samad S, Hassan Z. Assessing the effects of job satisfac-
tion and psychological contract on organizational commit-
ment among employees in Malaysian SMEs. In The 4th 
SMEs IN A Global Economy Conference 2007; Malaysia; 
2007.

29.	 Okpara JO. Job satisfaction and organizational commit-
ment: Are there differences between American and Ni-
gerian managers employed in the US MNCs in Nigeria. 
Academy of Business & Administrative Sciences: Briar-
cliffe College, Switzerland 2004.

30.	 McNeese-Smith DK, Nazarey M. A nursing shortage: build-
ing organizational commitment among nurses. J Healthc 
Manag 2001, 46(3):173-87.

31.	 Majidi A. Displacement effect on organizational commit-
ment and job satisfaction. PhD Thesis. Tarbiyat Modarres 
University; 1997.

32.	 Nhryr B, Abadi A, KarimiZarchi S, Akbar A. succeed and 
mechanical HJob satisfaction and organizational com-
mitment in hospital nurses. J Mil Med 2009, 1(12):23-26. 
[Persian]

33.	 Bidakhti A. Labor productivity in the organization,effective 
and dissuasive. J U Sci 2000, 1:81-97. [Persian]

Please cite this article as:
Lida Gholizade, Irvan Masoudi, Mohammad Reza Maleki, Af-
soon Aeenparast, Mehdi Barzegar. The Relationship between 
Job Satisfaction, Job Motivation, and Organizational Commit-
ment in the Healthcare Workers: a Structural Equation Model-
ing Study. International Journal of Hospital Research 2014, 
3(3):139-144.


