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ABSTRACT

Issue of occupational commitment and attitude to work among workers is a thing of
concern to all management of oreanization including the academic workers of Federal University
Oye- Ekiti and Ekiti State University in Ekiti State. The present study investigated the influence
of perceived demographical factors in fTuencing attitudes to work and organizational commitment
among academic workers of Federal University Oye-Ekiti and Ekiti State University
Ado,Ekiti.The study adopted cx-post [actor research design. A total number of 100 workers were
accidentally sampled in the studv. These participantswere administered with Occupational
commitment scale and attitudc 1o work scale together with demographic information. Six
hypotheses were testedin the <11 v using independent samples t-test, two were confirmed and the
other two were tested with One-\Va v ANOVA and one was confirmed.The result of the tested
hypotheses  showed that gender has  significant  influence  on organizational
commitment(t=3.29.’df = 98: »~.05). Gender has no significant influence on attitude to work
(t=1.84;df=98;p>.05).work  cnvironment  has significant  influence on organizational
commitment(F(2,97)=3.21; p<.05). Work environment has no significant influence on attitude to

work (F(2,97)=0.55; p >.05). Ave has no significant influence on organizational commitment (t=

0.90;df =78;p>.05). Age has no sionificant influence on attitude to work (t=-1.78; df=78;p>.05).
Length of service has significait influence on organizational commitment (t=-0.50;df=88;p>.05).
Length of service has no signiicant influence on attitude to work (t = 0.1 1;df=88;p>05).Based
on findings, it is concludc! 1l demographic  factors are important in understanding
organizational commitment 2! attiiide to work of academic workers. Moreover, gender differs
in level of organizational conmitment of workers. The findings show that gender, length of



service and work environme: | have significant influence on organizational commitment so

organizations should always pay great attentions to these factors for increment of productivity

Keywords: Organizational commitment, attitude to work, work environment, Federal University

Oye-EKkiti, Ekiti State University Ado-Ekiti State.

Word Count: 267.
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CHAPTER ONE

INTRODUCTION
1.1. BACKGROUND TO THE STUDY

According to informatidn provided by The United States Department of Labor .in 2009
employed persons worked an average of 7.5 hours on the days they wérked, which were mostl v
weckdays,84 percent of employed persons did some or all of their work at their
workplace.”Therefore, this indicates that the majority of the population is spending their waking
hours at work, outside their homes. Therefore employers must do their best to create a low stres.é;
and inspiring work environment to yield greater productivity. Michelle T. laffaldano and Paul M
Muchinsky “were one of the first people to reignite interest in the connection between joB
satisfaction and job performance. The meta-analytic research of these individuals impacted thu}

way in which later research on the topic was conducted, especially regarding sample sizes.

Positive psychology in the workplace is about shifting attention away from negativ?
aspects such as work violence, stress, burnout, and job inse:curity. Positive psychology can help
create a working environment goal of promoting positive affect in its employees. Fun should noj1
be looked at as something that cannot be achieved during work but rather as a motivation factor
for the staff. Along these same lines. il is important to examine the role of: helping behaviors;
team building exercises, job resources. job security and work support. The new emerging field of
Positive Psychology also helps to creatively manage organizational behaviors and to increasé
productivity in the workplace through applying positive organizational forces. In the broad sense¢
traditional psychology has not specifically focused on the implementation of positive psychology

methods in the workplace. The recent rescarch on job satisfaction and employee retention has
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created a greater need to focus on implementing positive psychology in the workplace. Research
demonstrates that interrelationships and complexities underlie what would seem to be the simpl.\:-'
defined term job attitudes. The long history of research into job attitudes suggests there is no
commonly agreed upon definition. There are both cognitive and affective aspects, which neecji
not be considered. For the past many decades, Nigerian Governments has recorded and
experienced poor attitude from both public and private corporations. This sad experience took a
mounting turn to nowadays. Government has done a lot in their effort to revive this culture but
all was to no avail. There is a wide spread interest in improving the level of poor attitude to worl;
in corporations. Apart from the economic benefits of better preparing workers for unprecedented
demands of modern workplace, there are also social benefits tied to improving performance
International Journal of Academic Rescarch in Business and Social Sciences/journals and acces#
for larger number of workers to post-organizational learning, Training and Developmen'l

opportunities and laying stronger foundation to skills for life-long learning.

Guerreror and Sire, (2000) if the worker have negative attitude towards work, th;;
consequence can create problem in applying the prescribed job design, which means there will
be failure in accomplishing organizational goals. The good things in raising the level of attiludé
has led to a focus on identifying ti?c range of causes that shape poor attitude as well a.';
understanding how these causes operate to limit or enhance the performance of workers‘,
Attitudes are developed as a result of some kind of learning experiences, or Attitude can also th-
formed simply by adapting the example and opinion of co-employees, friends and managers,
This is mimicry or imitation, which also has a vital to play in developing negative attitude a:1
workplace. Poor attitude according (o Arcmu (2003) is a performance that is adjudge by the

owners/customers and some other significant as fallen below an expected standard. Poor attitude

12



of workers has been observed among employees in both public and private own entities. Ths;-
poor attitude among workers has been and is still a source o.f concern to the owners, customers
and members of the community as a w-holc. This is because of the great importance that workers
have on the organizational development of any formal entity. All over the world there h
unanimity of opinion about the fallen standard of workers attitude (Adebule, 2004). Shareholcler;
are in total agreement that their huge investment on organization is not yielding the desirea:i
dividend. Customers also complain of workers poor attitude at both within and outside the
organizations. Aremu (2010) stressed that poor attitude is not only frustrating to the owners am:i
the customers, its effects are equally grave on the society in terms of dearth of manpower in all

spheres of the economy and politics.

Attitude as a concept is all about individual way of thihking, acting and behaving. It has a
very serious effect on work/employee performance. Positive attitude at work place is supposed to
be the bedrock and foundatioh toward higher performance in established settings. It is an
investment as well as resources that can be used to achier; a higher pfoﬁt, good reputation and
overall organizational goals .The role of worker attitude is to lay the foundation for furlhe:'r
performance and if a good foundation is laid at worker level there are likely to be improvement
at other level. However different organizations at different times have passed the blame of pooi-
attitude in organization to the workers. because of their low achieveme;.n. low motivation and th¢
likes. DeSimione and Harris (1998) concurred that the possible influences on worker’s behavior
are internal factors such as motivation, ability, attitude, knowledge and skills. Morakinyo (2()03:)
stated that the fallen level of worker performance is aitributable to owner’s nonuse of
supervisory strategies. Others found UL.H that the attitude of some owners to their organization Is

reflected in their poor attendance to office, lateness, unsavory comments about worker’s

13



performance that could damage their ego. poor method of on-job training and the likes affect
worker’s performance. Organizations are faced with poor level of attitudes such as Erralié
provision of services has become an increasing persistent problem fécing the corporation and
seriously affecting the general public, Careless and casual handling of the existing tools ancj
machines and General nonchalant attitude of staff in the discharge of their correspondence witlj
each other. Job attitude should also not be confused with lthe broader term attitude. becausc
attitude is defined as a psychological [.cndcncy that is expressed by evaluating a particular entity

with some degree of favor or disfavor. whereas job attitude is a particular instance as an entity.

In the definition above, the term "job" involves one's current position, one's work or one':%s
occupation, and one's employer as its entity. However, one's attitude towards his/her work does
not necessarily have to be equal with onc's attitudes towards his/her employer, and these two
factors often diverge duties .Organizational commitment is an important area of study to mang
researchers and organizations becausc the outcomes of this behavior or value may help to
determine many work related interaction of the employees. It is mainly related to the employee’s
desire to continue working with the particular organization. As such, researchers an(ji
practitioners are ever so keen and interested to understand the factors that may influence an
individual's decision to stay or leave the organization. Here, affective commitment most often
tends to be the most highly related to the desire to leave an (;rganizatioﬁ. Studies have shown that
Organizational Commitment have received considerable attention due to the importance that
managers place on retaining personnel (Johnston, Parasuraman, Futrell, and Black, 1990:
Mathieu, Bruvold and Ritchey, 2000: Boles. Madupalli, Rutherford and Wood, 2007). However_':
the importance of retaining employecs or personnel is not only conﬂnéd to any single industry:

as many employers place great importance to employee retention and to reduce employe¢
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turnover as this may involve high cosis in terms of induction, training and productivity (Firlh'.
Mellor, Moore and Loquet (2004) .In toda\ s world, we see an increase in the use of know[edgg
in organizations in various industries. This is the era of k-economy where knowledge is dCE]T‘lGL.]
an important factor that may contribute to the success of an individual as well as th%'"
organization. As such, these individuals whose work primarily consists of having the updateall
knowledge within their area of specialty and apply it to bring benefits for the organization
(Amar, 2002), are called knowledge workers. The behavior and attitudes of a knowledge worker
is very different from an average white collar worker and as such, the behavioral outcomes wili
also be different. Organizational commitment has been referred to as a “person’s belief in and
acceptance of the value in his or her chosen occupation in the line with work and willingness to
maintain membership in that organization. Cortarelli; and Bishop (1989) defined organizational
commitment as the attachment to identification with and involvement in personally develofa
those organizational goals. It is widely accepted that for orlganizationfil effectiveness, there is a

need for strengthening employee’s commitment to their jobs.

1.2. STATMENT OF PROBLEM

According to C.0. Ajila (2012) a study was carried out on the various aspects of demographical
factors leading to generalization of one sort or the other on the possible effect it could pose on

several dimensions. Previous studies on demographic factors as it relates to

r
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organizational commitment. his study, therefore, intends to look into these two positions. Thus,

the present study pays particular attention to the following questions:

i Does the demographic factor Age influence attitude to work and organizational commitment

among academic workers in Federal university Oye -Ekiti and Ekiti state University Ado?

ii. Does Gender influence attitude to work and organizational commitment among academic

workers in Federal university Oye -Ekiti and Ekiti state university Ado?

iii. Will the length of service influence attitude to work and organizational commitment among

academic workers in Federal university Oye-ekiti and Ekiti state university Ado?

iv. Will the perceived demographic factor work environment influence levels of organizational
commitment and attitude to work among academic workers in Federal university Oye-Ekiti and

Ekiti state university Ado?
1.3. PURPOSE OF STUDY.
The specific objectives of this study are to:

i. Examine the influence of age on academic workers’ attitude to work and organizational

commitment

ii. Examine the influence of Gender on academic workers® attitude and organizational

commitment,

iii. Examine the influence of length of service on academic workers’ attitude and organizational

commitment.
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iv. To examine the influence of work environment on academic workers’ attitude and

organizational commitment.
1.4 RELEVANCE OF STUDY

[n its broadest sense, the study is aimed at improving on the existing data and
contribution to the growing body of knowledge, on issues relating to the interaction between
psychological wellbeing, attitude and commitment. Finding from this study are expected to
provide insight into the extent to which various demographical factor can influence academic
workers attitude and organizational commitment. The outcome could also serve as empirical
basis that provide important insight for government, policy makers ,business leaders and even
workers themselves 10 become familiar with how different demographical factor influence

workers who are males and females and those who are married to who are single as it relates to

their level of commitment and attitude they portray on job.



CHAPTER TWO
THEORETICAL FRAMEWOREK AND LITERATURE REVIEW
2.1. THEORETICAL FRAMEWORK
Theories of Motivation

Herzberg’s Motivation —Hygiene Theory (Two Factor Theory)

To better understand workers’ attitude, motivation and commitment to organization, Fredrick
Herzberg performed studies to determine which factors in workers® work environment caused
satisfaction or dissatisfaction. He published his findings in the 1959 book the motivation to work.
The studies included interviews in which employee were asked what pleased them and
displeased them about their work. Herzberg found out that factors causing job satisfaction (and
presumably motivation) were different from those causing job dissatisfaction . Two factor theory
of job satisfaction/commitment was developed by Frederick Herzberg in 1966.His theory focuses
on the effects of certain types of job facet on job commitment and attitude. He proposes that
every worker has two sets (2 factors) of needs or requirements: motivation needs and hygiene
needs. According to Herzberg, two kinds of needs affect motivation, and they do it in different

ways:

* Hygiene factors. These are factors whose absence motivates, but whose presence has no
perceived effect. They are things that when you take them away, people become
dissatisfied and act to get them back. A very good example is heroin to a heroin addict.
Long term addicts do not shoot up to get high; they shoot up to stop being sick -- to get

normal. Other examples include decent working conditions, security, pay, benefits (like
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health insurance), company policies, interpersonal relationships. In general, these are

extrinsic items low in the Maslow/Alderfer hierarchy,
* Motivators. These are factors whose presence motivates. Their absence does not cayse

any particular dissatisfaction, it Just fails to motivate. Examples are all the things at the

top of the Maslow hierarchy, and the intrinsic motivators,

factors causing satisfaction that can make employee to bhe less or more committed to thejr

organization. These are listed in the order of higher to lower importance.
Factors Affecting  Job Attitudes.
Leading to dissatisfaction | leading to satisfaction

v Company policy  Achievement

v" Supervision Recognition

v Relationship with boss Work itself

v" Work conditions Responsibility :

v Salary Advancement
19



v Relationship with peers Growth

Ata simple level, it seems obvious that people do things, such as go to work, in order to get stuff
they want and to avoid stuff they don't want. Why exactly they want what they do and don't want
what they don't is still something a mystery. It's a black box and it hasn't been fully penetrated.

Overall. the basic perspective on motivation looks something like this:

Needs 4’( Behavior [ Satisfaction

t .

In other words, you have certain needs or wants (these terms will be used interchangeably), and

this causes you to do certain things (behavior), which satisfy those needs (satisfaction), and this
can then change which needs/wants are primary (either intensifying certain ones, or allowing you
to move on to other ones).A variation on this model, particularly appropriate from an
experimenter's or manager's point of view, would be to add a box labeled "reward” between
"behavior" and "satisfaction". So that subjects (or employees), who have certain needs do certain
things (behavior), which then get them rewards set up by the experimenter or manager (such as

raises or bonuses), which satisfy the needs, and so on.
Classifying Needs

People seem to have different wants. This is fortunate, because in markets this creates the very
desirable situation where, because you value stuff that I have but you don't, and I value stuff that
you have that I don't, we can trade in such a way that we are both happier as a result. But it also
means we need to try to get a handle on the whole variety of needs and who has them in order to

20



begin (o understand how to design organizations that maximize productivity. Part of what a
theory of motivation tries to do is explaining and predicts who has which wants. This turns out to
be exceedingly difficult, Many theories posit a hierarchy of needs, in which the needs at the

bottom are the most urgent and need to be satisfied before attention can be paid to the others.
Abraham Maslow’s hierarch v of needs.
Maslow's hierarchy of need categories is the most famous example:

= == i ]
self-actualization

[Esteem

| :
iH;elongingness

—
' Safety

Physiological

Specific examples of these types are given below, in both the work and home context. (Some of

the instances like "education” is actually satisfiers of the need.)

Eeed | Home - *II)b

i_—f _—— = —_—

' self- education, relivion, hobbies

i ]

| training, advancement, growth, creativity

‘actualization personal growth

| 0

RS P e _ g e e
( ‘approval of family, friends,

| Esteem recognition, high status, responsibilities

J community
| .



‘ teams, department, coworkers, clients,
‘| belongingness family, friends, clubs

| supervisors, subordinates

freedom  from war, poison,

F Safety work safety, job security, health insurance
| violence -

!

"____V . B .—__ L] . i 5] 2 - i 7 -

' physiological food water sex Heat, air, base salary

\

i
According to Maslow, lower needs take priority. They must be fulfilled before the others
are actlivated. There is some basic common sense here -- it's pointless to worry about whether a
given color looks good on you when you are dying of starvation, or being threatened with your
life. There are some basic things that take precedence over all else. Or at Jeast logically should, if
people were rational. But is that » safe assumption? According to the theory, if you are hungry
and have inadequate shelter, you won't go to church. Can't do the higher things  until you have
the lower things. But the poor tend to be more religious than the rich. Both  within a given
culture. and across nations. So the theory makes the wrong prediction here. Or take education:
how often do you hear "I can't 9o to class today, I haven't had sex in three days!"? Do all
physiological needs including sex have to be satisfied before "higher" needs? (Besides, wouldn't
the authors of the Kama Sutra argue that sex was a kind of self-expression more like art than a
physiological need? that would put it in the self-actualization box). Again, the theory doesn't
seem 1o predict correctly. Cultural critique :Does Maslow's classification really reflect the order
in which needs are satisfied, or is it more about classifying needs from a kind of "tastefulness”
perspective, with lofty goals like personal growth and creativity at the top, and "base" instincts
like sex and hunger at the bottom? And is self-actualization actually a fundamental need? Oy just

something that can be done if you have the leisure time?
22



Alderfer's ERG theory

Alderfer classifies needs into three categories, also ordered hierarchically:
a) Growth needs (development of competence and realization of potential)
b) Relatedness needs (satisfactory relations with others)

¢) Existence needs (physical well-being)

This is very similar to Maslow -- can be seen as just collapsing into three tiers. Butrmaybe a bit
more rational. For example, in Alderfer's model, sex does not need to be in the bottom category
as it is in Maslow's model, since it is not crucial to (the individual's) existence. (Remember, this
about individual motivation, not species' survival.) So by moving sex, this theory does not
predict that people have to have sex before they can think about going to school, like Maslow's
theory does. Alderfer believed that as you start satisfying higher needs, they become more
intense (e.g., the power you get the more you want power), like an addiction. Do any of these

theories have anything useful to say for managing businesses? Well, if true, they suggest that

» Not everyone is motivated by the same things. It de‘pends where you are in the hierarchy
(think of it as a kind of personal development scale)

 The needs hierarchy probably mirrors the organizational hierarchy to a certain extent: top
managers are more likely to motivate by self-actualization/growth needs than existence

needs. (But try telling Bill Clinton that top executives are not motivated by sex and

cheeseburgers...)
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Acquired Needs Theory (McClellund) '
Some needs are acquired as a result of life experiences

» Need for achievement, accomplish something difficult. as kids encouraged to do things
for themselves.

» Need for affiliation, form close personal relationships. as kids rewarded for making
friends.

» Need for power, control others. As kids, able to get what they want through controlling

others. Again similar to Maslow and alderfer.

These needs can be measurcd using the TAT (Thematic Apperception Test), which is a

projection-style test based on intcrpreting stories that people tell about a set of pictures.
Cognitive Evaluation Theory

This theory suggests that there are actually two motivation systems: intrinsic and extrinsic that

corresponds to two kinds of motivators:

 Intrinsic motivators: Achicvement, responsibility and competence. Motivators that come
from the actual performance of the task or job -- the intrinsic interest of the work.
e Extrinsic: pay, promotion. feedback, working conditions -- things that come from a

person's environment. controlled by others.

One or the other of these may be o more powerlul motivator for a given individual, Intrinsically
motivated individuals perform for their own achievement and satisfaction. If they come to

believe that they are doing some joh because of the pay or the working conditions or some other
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extrinsic reason, they begin to lose motivation. The belief is that the presence of powerful
extrinsic motivators can actually reduce a person's intrinsic motivation, particularly if the
extrinsic motivators are perceived by the person to be controlled by people. In other words, a
boss who is always dangling this reward or that stick will turn off the intrinsically motivated

peoplc. Note that the intrinsic motivators tend to be higher on the Maslow hierarchy.

Equity Theory

Suppose employee A gets a 20% raise and employee B gets a 10% raise. Will both be motivated
as a result? Will A be twice as motivated? Will be B be negatively motivated? Equity theory says
that it is not the actual reward that motivates, but the perception, and the perception is based not
on the reward in isolation, but in comparison with the efforts that went into getting it, and the
rewards and efforts of others. If everyone gota 5% raise, B is likely to feel quite pleased with her
raise, even if she worked harder than cveryone else. But if a got an even higher raise, B perceives
that she worked just as hard as A. she will be unhappy. In other words, people's motivation
results from a ratio of ratios: a person compares the ratio of reward to effort with the comparable

ratio of reward to effort that they think others are getting. Of course, in terms of actually

predicting how a person will react to g eiven motivator, this will get pretty complicated:

1. People do not have complete information about how others are rewarded. So they are

going on perceptions, rumors, and inferences.
2. Some people are more sensitive 1o equity issues than others
3. Some people are willino 1o ienore short-term inequities as long as they expect things to

work out in the long-term.
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Reinforcement Theory

Operant Conditioning is the term used by B.F. Skinner to describe the effects of th\.:t
consequences of a particular behavior on the future occurrence of that‘ behavior. There are four
types of Operant Conditioning: Positive Reinforcement, Negative Reinforcement. Punishnwnﬁ
and Extinction. Both Positive and Negative Reinforcement strengthen behavior while bm!é
Punishment and Extinction weaken behavior. l

» Positive reinforcement. Strengthening a behavior. This is the process of getting goodies
as a consequence of a behavior. You make a sale, y;)u get a commission. You do a good
job; you get a bonus & a promotion.

« Negative reinforcement. Strengthening a behavior. This is the process of having a stressor
taken away as aconsequence of a behavior. Long-term sanctions are removed froni
countries when their human rights records improve. (You see how successful that is!),
Low status as geek at Salomon Brothers is removed when you make first big sale.

» Extinction. Weakening a behavior. This is the process of getting no goodies when do a
behavior. So if person does extra effort, but gets no thanks for it, they stop doing it.

» Punishment. Weakening a behavior. This is the process of getting a punishment as «

consequence of a behavior. Example: having your pay docked for lateness.

' Apply Withhold
|
positive ‘negative
1
Reyvard reinforcement -reinforcement
' (raise above (raise up to
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bascline) baseline)

' punishment
- extinction (stay at
Stressor (bring down

‘ baseline)

below baseline)

Reinforcement schedules,

has elapsed. So, if you decided on a 5 second interval then each reinforcement would oceur af

the fixed time of every 5 seconds.

The Fixed Ratio Schedule is where the reinforcement s given only after a predetermined numbe !
of responses. This is often seen in behavior chains where 2 number of behaviors have 1o occur

for reinforcement to occeur.

time between each reinforcement.

The Variable Ratio Schedule is where {fe reinforcement js given after g varying number o;

correct responses.
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Fluctuating combinations of primary and secondary reinforces fall under other terms in the
variable ratio schedule; For example, Reinforcer delivered intermittently in a Randomized Order

(RIR) or Variable Ratio with Reinforcement Variety (VRRV).

| Fixed Variable-

give reward after
give reward after
a certain amt of

first proper

‘ time w/ the amt

response | i

! ' changing before |

following a| i

? ‘Ithe next reward |
Interval gpecified  time

period ' (unexpected

L i‘bonus based on |
| (yearly raise) | |

| merit)

| | |

[short term] |
[medium term|

| 2 = .. . ===,

g punishment ' give reward after |

I i \
(subtract from ia gt et Of!
i |

 responses, w/ that

i
baseline)
Ratio no. changing

' (commissions or |
; before the next

b, |
| piecework pay) Sy
| ! ;

| ; | ‘
! [medium term] | (team-based “
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' bonus)

[long term]|

Expectancy Theory (Vroom)

Expectancy theory originated in the 1930's, but at that time it was not related to worlk
motivation. Vroom (1984) brought expectancy theory into the-arena of motivation research and il
looks at the role of motivation in the overall work environment. It is a cognitive /psychological
theory. Each person is assumed to be rational decision maker who will expend effort on activilic;
that leads to desired rewards. According to vroom ( l%i) some psychological factors (age.
gender, salary, religion, length of service an work environment ) must be given seriou:_:
consideration because if any of this is not in place it will reflect in the worker’s attitude to work
and that can possibly bring low organizational commitment. This theory is meant to bring
together many of the elements of previous theories. It combines the pefceptual aspects of equity
theory with the behavioral aspects of the other theories. Basically, it comes down to this

"equation":
M =E*I*V
Or

Motivation = expectancy * instrumentality * valence

M (motivation) is the amount a person will be motivated by the situation they find themselves in

Itis a function of the following.
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E (expectancy) = the person's perception that effort will result in performance. In other words:

the person's assessment of the degree to which effort actually correlates with performance.

[ (instrumentality) =the person's perception that performance will be rewarded/punished. L.e.. the
person's assessment of how well the amount of reward correlates with the quality ull'
performance. (Note here that the model is phrased in terms bf extrinsic motivation, in that it LlS]\?I
'what are the chances I'm going to get rewarded if I do good job?'. But for intrinsic situations. We

can think of this as asking 'how good will | feel if I can pull this off?").

V (valence) = the perceived strength of the reward or punishment that will result from the
performance. If the reward is small. the motivation will be small. even if expectancy and

instrumentality are both perfect (high).
Theories of Attitude

Several attitude change categorization schemes have been proposed in the literature (Eagly &
Chaiken, 1993; O'Keefe, 1990), and most are similar. For this discussion, attitude theories have

been organized into four categories

o Consistency theories
« Learning theories
o Social judgment theories

« Functional theories

The study of attitudes has been approached with varying emphases and methods during most ot
this century. Prior to World War I, the emphasis was on definition issues and attitude

measurement. Most studies were of a survey nature and provided important correlation findings.
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but little insight into causality. Experimental techniques such as control £roups or comparison
groups were notably absent (Himmelfarb & Eagly, 1974).This changed dramatically during:
World War H. Attitude change was an important topic of Army-sponsored research . Because of
the influence of experimental psychologists such as Carl Hovland. trug experimental tcchniquui
were used to study the persuasive effects of propaganda. The work of Hovland and his associales
in the area of attitude change research was continued after the war at Yale University. 'I"huuric.i
developed by this group served as an organizational framework for the study of attitude changg.:
(Hovland, Janis & Kelley, 1953; Himmelfarb & Eagly, 1974; Insko. 1967; O'Keefe, 1990). Mus[j
of Hovland's attitude change research can be considered classical. Most of this research and
theory building approached the concept of attitude from the behaviorist perspective, and mosé

research activities dealt with trying to relate attitudes to observable outcomes in learners.

Consistency Theories

The basic assumption of these theories is the need of the individual for consistencyj
There must be consistency between attitudes, between behaviors, and among attitudes and
behaviors. A lack of consistency causes discomfort so that an individual attempts to ease the
tension by adjusting attitudes or behaviors in order to once again achieve balance or consistency:
One of the earliest consistency theories was balance theory (Himmelfarb & Eagly, 1974: Kiesler.
Collins & Miller, 1969; O'Keefe, 1990).Relationships among the perceiver, another person. and
an object are the main focus of balance theory (Heider, 1958). Relationships are either positiu‘-
or negative, based on the cognitive perceptions of the perceiver. In this theory, there are eight
possible configurations; four balanced and four unbalanced. Unbalanced states are recognized as

being unstable. Under these conditions, perceivers attempt to restore balance by changing their

attitudes toward objects or other persons. [wo extensions of Heider’s balance theory include the
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work of Newcomb (1961) and that of Abelson (Abelson & Rosenberg, 1958). Newcomb studied
interpersonal situations as well as cognitive balancing and transferred these ideas to research on
the pressures for uniformity in groups. Abelson proposed four additional modes of restoring
balance: (a) denial, (b) bolstering, (¢) differentiation. and (d) transcendence (Himmelfarb &
Eagly. 1974; Kiesler, Collins & Miller. 1969; Insko, 1967; O'Keefe, 1990). Establishing bu!unuE
was critical to individuals. Attitude changes occurred when the individual attempted to

reestablish balance by modifying their attitudes.

Affective-cognitive consistency theory examines the relationship between attitudes and beliefs
(Rosenberg, 1956). An unstable state occurs when an individual's attitu.des toward an object and
knowledge about an object are inconsistent. Persuasive communications attempt to change the
affective component of an attitude system by changing the cognitive component of attitude. In
Other words, providing an individual with new mformat]on that changes the cognitive
component of attitude will tend to cause that individual to change overall attitudes toward an
object. An alternative to Rosenberg's theory is Festmgers theor) of cognitive dlsbonanQ
(Festinger, 1957). While Rosenberg's theory deals with affect and cognition, Festinger's the ory
examines consistency among cognitive elements or beliefs about oneself, behavior, m'.'
environment. Dissonance occurs when elements are logically inconsistent or psychologmll\
inconsistent because of cultural mores, specific opinions deviating from more tl’l(.OlTlpdbSlllL
opinions, or information or experiences that are contrary to previous information or experiences.
Dissonance motivates the individual 1o reduce the dissonance and return to consonance. V\’hu:
faced with dissonance, the individual seeks to avoid situations or information that may mcrc,am;

dissonance.

32



To test dissonance theory, F estinger and Carlsmith (1959) reported on an experiment thai
is considered one of the most controversial ever conducted in the area of attitude change. It vvu,;
also one of the most influential. This study lead to numerous modified replications. including
Simonson's (1977) study reported here carlier. The simple act of decision making creates
dissonance, too. The magnitude of the dissonance is related to the importance of the decision and
the attractiveness of both the choser and the un chosen alternatives (O'Keefe. 1990). Fou
example, hypermedia-based instructional systems, with their many learner choices. provide 4
great deal of decision making that may influence learner's attitudes in either a positive u:.'
negative direction, depending on the success and attractiveness of the decisions. One of lhg
major criticisms of consistency theorics is that there are too many of them. Since they all work
from the similar theme of an individual's trying to maintain consistency, it has been suggcxlcgfj
that the area would be stronger if the various sub theories were consolidated. Today. interest i
dissonance theory specifically, and a consistency theory generally, has waned considerably i1
social psychology (Eagly & Chaiken, 1993). This loss of interest is, in part, due to the growth of
understanding about the conditions and processes responsible for the phenomena dissonance
theorists investigated. Researchers have a better understanding of the interactions betweer
attitudes and opinions and actions and behaviors, so consistency theories that are not directl \
related to processes are of little interest to today's cognitive scientiéts who tend to be more

process oriented than behaviorists who studied consistency theories.
Early Learning Theories

This section might more accurately be called hehavioral theories of attitude change
These theories were also developed during the 1950s and 1960s. During this time. learning

theories reflected behavioral psychology A major commonality of these theories was thejf
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emphasis on the stimulus characteristics of the communication situation. Staat's (Insko, 1967}
work reflected the ideas of classical conditioning, and focused almost entirely on the formalim%
of attitudes. Events in the environment create an emotional response in an individual. As new
stimuli are consistently paired with old stimuli (events), the new stimuli develop the power 1
create an emotional response in the individual (O'Keefe.‘ 1990)Learning theories of aititude
change received major emphasis by Hovland and his associates in the Yale Communication
Research Program (Hovland, Janis & Kelley, 1953). They proposed that opinions tended o
persist unless the individual underwent some new learning experience. Persuasive
communications that both present a question and suggest an answer Serve as learning
experiences. Acceptance of the suggested answer is dependent on the opportunity for mcnlai
rehearsal or practice of the attitude response, and on the number of incentives included in the
communication. Hovland and his colleagues assumed that as people processed persuasive
message content, they rehearsed the messa ge's recommended attitudinal- response, as well as theil
initial attitude. For attitude chaﬁge to occur, more than rehearsal and practice had to take placcf

The Yale researchers emphasized the role of incentives and the drive - reducing aspects of

persuasive messages as mechanisms for reinforcement. thereby creating acceptance of new

beliefs and attitudes.

In the Yale model of attitude change emphasis is placed on attention, comprehension. and
acceptance. An individual must attend to and comprehend the communication before acceptance
can occur. It is during the attending and comprehending phases that the individual has the
opportunity to practice the recommended new opinion. Practice alone does not lead t
acceptance, but when combined with incentives and recommendations imbedded in the

communication, attitude change is likely. Incentives are broadly defined by Hovland et al;
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(1953). They could be direct financial or physical benefits (e.g.., money. improved health). ot
they could take on more abstract forms such as the knowledge gain from persuasive arguments.
social acceptance by others who are respected, or self-approval from the feeling that one h
correct. Hovland and his associates identified three classes of variables that influenced the
effectiveness of the message: (a) source characteristics, (b) setting characteristics. and (c;
communication content elements. Research using the Yale model focuses on variables in one m;'
more of these three classes. Examples include resear.ch in communicator crcdibilil_\:
(trustworthiness and degree of exp&l:rtness), fear-arousing appeals, and the placement ol
persuasive arguments within the communication (Himmelfarb & Eagl_v. 1974; Kiesler et uI.E
1969; Insko, 1967).A Skinnerian approach to the study of attitude change was employed by Bem

(1967), whose major assumptions reflected the viewpoint that attitudes were learned as a resull

of previous experience with the environment.

Bem proposed that since the person trying to change attitudes usually lacked direct
knowledge of the internal stimuli available to the learner, it was necessary to rely on external
cues in order to reward and punish the individual. It was the combination of external cues and
observable behaviors that produced changes in attitude (Himmelfarb & Eagly, 1974; Kiesler d
al., 1969: Insko, 1967).Today, few attitude change theorists feel thét the early research by
Hovland and others has direct impact on current procedures (Eagly & Chaiken. 1993). Newet
research and theory building is directed toward approaches that emphasize multiple modes ol
processing information. However, these carly researchers investigated basic issues. such l‘a
reinforcement, incentives, and drive-reduction constructs that are related to how motivational
states influence information processing and persuasion. Early-learning theorists' efforts prm'idcci

a foundation for more modem process models of attitude change.

35



Social Judgment Theory

Social judgment theory focuses on how people's prior attitudes distort their perceptions of’
the positions advocated in persuasive messages, and how such perceptions mediate persuasion.
In general terms, the theory assumes that « person's own atti.tudes serve as a judgmental standard
and anchor that influences where along a continuum a persuader's advocated position 1
perceived to lie (Sherif & Hovland, 1961). Social Judgment theory- is an attempt o apply the
principles of judgment to the study of attitude change. According to Sherriff. Sherif:f. and
- Nebergall (1965), an individual's initial attitude serves as an anchor for the judgment of related
attitude communications. Opinions are evaluated against this point of reference and are placed on
an attitudinal continuum. Opinions that most characterized the individual's own opinion are iii
the latitude of acceptance. Those opinions found most objecti'onable are placed in the latitude of
rejection. The latitude of no commitment consists of those opinions thai are neither accepted noi
rejected. Communication that falls within the latitude of acceptance is assimilated, and if jud gcd
to be fair and unbiased will result in a change in attitude. within thg limits of the latitude ol
acceptance, the greater the difference between the initial opinion and the communicated opiniun::
the greater the attitude change. Though some change is possible when Opinions fall within the
latitude of rejection, the greater the discrepancy the less the change in attitude (Himmelfarb &

Eagly, 1974; Kiesler et al., 1.969; Insko. 1.967).Social judgment theory's core propositions car

be summarized as follows (Eagly & Chaiken, 1993):

1. A person's current attitude serves as a judgmental anchor for new attitude positions.
2. Latitude widths determine whether 2 message's position will be assimilated or contrasted

(e.g., accepted or rejected). Positions falling within the latitude of acceptance will be
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assimilated toward a person's current attitude. Positions falling within the latitude ni
rejection will be contrasted away from the person's own attitude.

3. Ego involvement of a person broadens the latitude of rejection and narrows the latitude of
non commitment.

4. Both assimilation and contrast eflects increase as a positive function of a mcssagc':;
position and the recipient's attitude.

5. Ego involvement increases the anchoring property of initial attitudes.

6. Greater assimilation produces more positive evaluation of message content. whiclj
produces greater amounts of attitude change. Conve-rsely. greater contrast produces morc
negative evaluations of message content, which produces lesser amounts of allilLidLé
change.

7. Ambiguity enhances the likelihood of judgmental distortions. Therefore. other effects ;uxé
greater when recipients are exposcd to persuasive messages whose content positions arg

ambiguous.

In summary, social judgment theory predictions for at.titude change are largely home out
by the research literature and by practice. Recently however, researchers have questioned the
basic principles of social judgment theory and how the theory's principles relate to one another,
Social judgment theory is important because it demonstrates the importance of people's primj'
attitudes. Most other approaches only deal marginally with previous attitudes. Newer theorics

incorporate social judgment principles as covariates and control variables in experimental

designs (Wood, 1982).
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Functional Theories

A fundamental question about attitudes concerns their purpose: That is. what functions do
attitudes serve? Understanding the purposes of attitudes:is the identifying characteristic of
functional theories. Attitudes serve different functions for different individuals or for the sam
individual in different settings. The reasons for attitude changes are individualized and related h.\
personal functions of attitudes. Functional theories of attitude entered the literature in the ]t)Sn_\:-
when researchers developed the idea that attitudes served varying psychological needs and lhusT
had variable motivational bases. A common and central theme of these early efforts was the
listing of the specific personality functions that attitudes served for individuals. Unlike other
theoretical approaches developed during this golden decade of attitude research, functional
theories are still relevant and important today (Eagly & Chaiken, 1993).Functional theories ]'ml-\:.
that successful persuasion entails implementing change procedures that match the functional
basis of the attitude one is trying to change. Katz (1960) proposed that any attitude held by an
individual served one or more of the four distinct personality functions. The more of th‘h\::'
functions that contributed to an attitude system, the stronger and less likely it were that 1h;'
attitude could be changed. Katz (1960) identified four personality functions of attitudes as
follows: (a) utilitarian function, (b) knowledge function, (c) ego-defensive function. and (d)
value-expressive function. In order for attitude change to occur. there must be a discrepancy
between the need being met by the attitude and the attitude itself. Attitude change is
accomplished by recognizing the function of the attitude *for the individual and dcsignint::

strategies to produce a disparity betweén the attitude and one or more of the attitude functions.

The utilitarian function acknowledges the behaviorist principle that people are motivated to g;mi

rewards and avoid punishments from their environment. Utilitarian attitudes are instrumental in
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securing positive outcomes or preventing negative ones. For example. parents’ opposition u:
busing might be based on the utilitarian belief that it would be harmful to their child. ()I‘lcni
utilitarian beliefs are associations to stimuli. For example, children often acquire a posilin;
feeling about the month of December because they associate it with holidays. presents. undt

vacations (Eagly & Chaiken, 1993).

The knowledge function -of attitudes presuines a basic human need to gain a meaningful. stablc.
and organized view of the world. Attitudes supply a standard for organizing and simpiil'_\ingf
perceptions of a complex and ambiguous environment. Attitudes pl'dvide a way of sizing up
objects and events so they can be reacted to in a meaningful way. If people's attitudes lowurté

school are positive, then when they are asked about schools they will be likely to say positive

things without needing to "think about it too much."

Katz's ego-defensive-function emphasizes the psychoanalytic principle that people use dcl‘cnsg
mechanisms such as denial, repression, and projection to protect their self-concepts agains
internal and external threats. People protect their feelings by developing convenient, if
sometimes biased, attitudes that do not require active involvement in threatening or unl'umiliu;
situations. For example, a high school student may think: "Chemistry is for nerds, and | do not
want to be a nerd; that is why I do not like chemistry." Or a student might think: "Only really
smart people study chemistry, and I study chemistry, so | must be really smart; that is why I Iilué
chemistry. Finally, Katz's value-expressive function acknowledges the importance of sell-
expression and self-actualization. Attitudes are a means for expressing personal values and othei
aspects of self-concept. A person who draws self-esteem from being a liberal and an

environmentalist is motivated to hold attitudes that reflect these ideologies (Eagly & Chaiken:

1993).The central theme of functional theories is that changing an attitude requires
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understanding its motivational basis, or its function for the individual. Knowing what function an
attitude performs for a person helps gﬁlide the designer of the persuasi;fe message who wants to
change the attitude. Whatever function attitudes perform they provide a frame of reference for
comprehending and categorizing objects. persons, and events, and olnly by understanding an
attitude's function can attitude change eflorts be successful. An alternative and related 111@0:35
looks at social relationships that occur in social influence situations. Kelman (1958) looked al
three processes of opinion change: (1) compliance, (b) identification. and (¢) internalization:
Compliance results in only a surface level change. Attitudes are changed only to receive
favorable reaction from another person or group. This attitude is only expressed when the other
person is present. The attitude change resulting from identification occurs both publicly ami
privately but does not become part of the person's value syste.m. The change is dependent on lha“
relationship with the source but not with the source's presence. Attitudes that are internalized
become part of an individual's value system. McGuire's (1964) inoculation theory is concernc\i
with resistance to change. Research in this area investigates the treatments individuals could
receive which would allow them to resist successfully attacks on their belief systems. Aii
analogy is drawn from the biological process of inoculation. Once people are inoculated. they arc
immune when exposed to the disease. Attitudes are often established in a relatively "gcrm—[‘rcc’:
environment, free from attack. Thus, the individual has little chance to develop resistance 0
future attacks. McGuire's research strategy was to expose the individual to mild attacks in l
control setting in order to motivate the individual to defend his or her beliefs (Himmelfarb &
Eagly, 1974: Kiesler et al., 1969; Insko. 1967).Functional theories are in the mainstream ol
attitude research. Their theoretical approaches remain conceptually intriguing to investigators
because of their breadth and unique focus on the functional bases for attitudes. Funcliunui

theories provide a link between the behavioral theories proposed during the 1950s (consistency
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theories, early-learning theories, social judgment theories) and the processing and cogni{i\\“
themes of more recent theorizing. Attitude and persuasion research is a major area of interest ()
those in social psychology. Theory building has been characteristic of this research. Only 4
fraction of this literature has been reviewed in this section of this chapter: however. the
information presented provides a basis for information presented later. These theories, especiall \

the functional theories discussed last, provide guidance to the development of recommendations

for the design of persuasive messages delivered by media.

Table 1. Overview of the theories of attitude formauon and change
Theocry Basic Premise(s Suggested Intervention(s)
HEYe 168 AL DU DERAVIOT CCNKIStent wth st Al

Behavioral Learning ocours wNen DENAVIST IS Pasitively “emioi
Provitle postive ferr

= Creae dissdnant

Cogritive dissonance Unstabile state created ahen atiudes nconsistent »mh behavior Y
« Prowvige maans
Affective -Cognitive consistiency Unstable state created when atifudes inconsisient o knowledge SAange CoOiEtive Cor
Social udgmeant Existing attiudes surrounded Dy latiiuge of ac(eplarn ¢ rcrEmenial provision of 1
= Provige poxeriil mede =
Stcial warning mdividual ieame attticdes by observaig and catating e Behavier of others .
i rAutiple modes "
Functional Purpose atitude serves 107 person who naic Sete nines best method for changing it A attingles eiale
Krathischit's tayoncmy ntensdy of gWEN AMUdE BUll through SUCCessve §1 e £a
Work attitude

A work attitude is a set of evaluations of one's job that constitute one's feelings toward. beliefs

about, and attachment to one's job. Overall job attitude can be concl:eptualized in two ways
Either as affective job satisfaction that constitutes a general or global subjective feeling about d
job, or as a composite of objective cognitive assessments of speciﬂcr job facets. such as pay .
conditions, opportunities and other aspects of a particular job. Employees evaluate thci;
advancement opportunities by observing their job, their occupation, and their employer.Research
demonstrates that interrelationships and complexities underlie what would seem to be the simipl \
defined term job attitudes. The long history of research into job attitudes suggests there is no

commonly agreed upon definition. There are both cognitive and affective aspects, which need

not be in correspondence with each other. Job attitude should also not be confused with the
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broader term attitude, because attitude is defined as a psychological tendency that is expressed
by evaluating a particular entity with some degree of favor or disfavor; whereas job attitude is «
particular instance as an entity. In the definition above. the term "job" involves one's currcng
position, one's work or one's occupation, and one's employer as its entity. However, one's attitude

towards his/her work does not necessarily have to be equal with one's attitudes towards his'het

employer, and these two factors often diverge.

Attitudes to work also vary between age groups. Young people deviate more from the puuun;
than other groups. To a greater extent, they report that the salary is their main reason l'm;‘
working, and as a group, they feel less attached to their workplace and less loyal to Lhcii:'
employer. Further, a higher proportion of young people do not consider an interesting job one u[.'
the most important aspects of life, and thcy value their time off work more highly. Thus. yuumi
people have a more instrumental attitude: both in relative and absolute terms, to work .We have
just seen that women to a greater extent than men consider an interesting job to be one of thj-
most important aspects of life. Among young people, we find the opposite. Young men are more
work-oriented, whilst a greater number of young women consider family, relatives and friends ulL
among the most important things in life. Young people thus appear to have a more traditional
view than older generations as regards the relative attitude to work. This differs from findings
reported by Bi Puranen. According to her, girls emphasize the importance of having ai
interesting job, whilst boys stress th¢ importance of having someone to love and live with.
However, her findings are based on answers from high school students aged about 18 vx-ilhuu{
much work experience. Other variables that reveal differences are ethnicity, type of industry.
level of employment, and experience of unemployment. Results shows that those born outsid

Sweden, and, in particular, those born outside Scandinavia, are more likely to have an
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instrumental attitude.Attitudes to work vary between people in different sectors. A comparisor
between the public and private sectors reveals these differences. More people in the public St‘L‘lUlf'
have a committed attitude to work than in the private sector. If we consider different types o 1
businesses. we find even greater differences. The slronges't instrumgntal attitudes are l'uumi
among those working in the retail'trmlc. restaurants and hotels and in the mining and
manufacturing industries, and the commiitted attitude is strongest among those in billll\illg.:

insurance and public administration and other services.

A somewhat rash but illustrative summary of the differences in attitudes in relation to level ol
employment would be to say that the instrumental attitude increases as working hours decrease:
A higher proportion of those who work part-time and, in particular, of those who are employed
less than 50 per cent say that they only work for money. This is surprising considering the gender
differences we have seen so far. We know that it is primarily women who work part-time. and i
would therefore be logical to expect that these groups would show a greater commitment to Lhcig’"
work.14 per cent of the respondents have been unemployed at some boinl during the last five
years. There is a remarkable difference in attitude between those with and without experience ()f‘
unemployment. Those who have experienced unemployment more oﬁen report that they only

work for money.

The examples that I have given relate to the question whether one only works for money, ok
because work gives one a sense of personal satisfaction. These differences are also valid for IhLE
relative centrality of work. The overall impression produced by my findings. with the few
exceptions I have discussed above, is that the differences between different categories follow the
same pattern for all the dependent variables, They may vary in level and intensity but the overal|

tendency is the same. Earlier research has indicated three types of explanation for attitudes to
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work. There are those who maintain that these attitudes are closely linked to societal
circumstances, for example urbanization. the high level -of welfare and the productivity of’
industry. Others claim that they are determined by factors outside work, such as gender, famil Y
situation and social class. Attitudes to work do differ between different categories of peop]e..
However, this does not necessarily mean that the differences between people explain Ihei.;’
different attitudes to work. Other hidden variables can sometimes explain gender and clas.:s'

differences.
Types
Global

Global job attitudes are attitudes developed towards a job through the organization, working
environment, affective disposition, aggregate measures of job characteristics and the social
environment. They depend on the broad totality of work conditions. In fact, job attitudes are also
closely associated with more global measures of life satisfaction. Scales such as "Faces" enablec

researchers to interpret overall satisfaction with work. The Job in General scale focuses on the
cognitive perspective (rather than applied) of the effects of job attitudes. A variety of joB

attributes are associated with different levels of satisfaction within global job attitudes.
Other types

1. Job Involvement: Identifying with one's job and actively participating in it. and

considering performance important to self-worth.

[

Organizational Commitment: Identifying with a particular organization and its goals, and

wishing to maintain membershi p in the organization.
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3. Perceived Organizational Support (POS): The degree to which employees feel the
organization cares about their v ell-being.
4. Employee Engagement: Anp individual's involvement with, satisfaction with, and

enthusiasm for the organization.
Affective

Alfective job satisfaction is a singular construct comprising an overall emotional feeling about a

Job as a whole or in general. Affective job satisfaction is measured with items addressing the

Index of Affective Job Satisfaction has been developed to produce a purely affective as opposed

to cognitive measure of overal] affective job satisfaction,
Job facet satisfaction

Job facet satisfaction refers to feelings about specific job aspects, such as salary, benefits, and

relationships with co-workers,

* Satisfaction with work: The emotional state of a worker while working is critical to joE;
attitudes. Although a person may self-identify in terms of profession, for example as a
doctor, lawyer or engineer, it is their well being at workl which is significant h;
characterizing job attitude. Satisfaction with work can be analyzed by evaluation (] likc_.;

or dislike my job), cognitively (my work is challenging) and behaviorally (I am reliable). |
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Cnsure a positive attitude to work_

¢ Co-workers: Co-workers are 4 cormmon source of job stress, ag demonstrated by studies

using role theory.

* Pay and promotion: Given employee commitment and organizational personality

orientation, compensation an

d_

advancement function as positive reinforcement,

demonstrating that the worker is valued and reinforcing ona!ty.Inﬂuencing factors are

Emotional exhaustion

affects job attitude.

Personality

Subordinates' job attitude, such as jot

'satisfaction with the supervisor",

B

iisfaction and turnover intention, does not influence

The supervisor's personality strongly influences the

"
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2.2 RELATED STUDIES /LITERATURE REVIEW.

Bernard in Stoner, et al. (1995) accords due recognition to the needs of workers saying that,
"the ultimate test of organizational success is its ability to create values sufficient to compensau
for the burdens imposed upon resources contributed." Bernard looks at workers, in particular
librarians, in an organized Endeavour. putting in time and efforts for personal, economic, and
non-economic  satisfaction. In this era of the information superhighway, employers of
information professionals or librarians must be careful to meet their needs. Otherwise, they will
discover they are losing their talented and creative professionals to other organizations who ar¢
ready and willing to meet their needs and demands. The question here is what strategies can bg

used to motivate information professionals, particularly librarians? The following are strategies:

Salary, Wages and Conditions of Service: To use salaries as a motivator effectively, personne_i
managers must consider four major components of a salary structures. These are the job rate.
which relates to the importance the organization attaches to each job; payment, whiclé
encourages workers or groups by rew arding them accordiz.ig to their performance; personal or
special allowances, associated with factors such as scarcity of particular skills or certails
categories of information professionals or librarians, or with long service; and fringe benefits
such as holidays with pay, pensions, and so on. It is also important to ensure that the prevailing
pay in other library or information establishments is taken into considération in determining the

pay structure of their organization.

Akintoye (2000) asserts that money remains the most significant motivational strategy
As far back as 1911, Frederick Taylor and his scientific management associate described monev

as the most important factor in motivating the industrial workers to achieve greater productivity:;
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Taylor advocated the establishment of incentive wage systems as a means of stimulating workeré
to higher performance, commitment, and eventually satisfaction. Money possesses significant
motivating power in as much as it symbolizes intangible goals like security. power, prestige. and
a feeling of accomplishment and success. Katz, in Sinclair, et al. (2005) demonstrates lh§ :
motivational power of money through the process of job choice. He explains that money has the
power to attract, retain, and motivate individuals towards higher performance. For instance, ifa;.
librarian or information professional has another job offer which has identical job characteristic;
with his current job, but greater financial reward, that worker would in all probability be
motivated to accept the new job offer. Banjoko (1996) states that many managers use money t(;
reward or punish workers. This is done through the process of rewarding employees for highe._r
productivity by instilling fear of loss of job (e.g., premature retirement due to poor performance)l.
The desire to be promoted and earn enhanced pay may also motivate employees. It is worth
considering how employee engagement levels vary across occupations, industries and global]y..
Much of the available international evidence comes from Gallup, which has conducted
Employee Engagement Index surveys in many countries. We would argue that cross-national
comparisons of levels of employee engagement should be treated with some caution due 10

cultural and definitional differences.

Americans in the workforce are not fully engaged or they are disengaged. Furthermore, a
Global Workforce Survey conducted in 2005 by consultancy ﬁﬁn Towers Perrin found
disconcerting findings, again in the USA (Seijts and Crim 2006). The survey involved abou:I
85,000 people who worked full-time for large and mid-sized firms; it found only 14 per cent of
all employees worldwide were highly engaged in their job. The survey also indicated that on a

country-by-country basis, the percentages of highly engaged, moderately engaged, and actively}
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disengaged employees varied considerably. Moreover, the results showed some interestingf
perhaps counter-intuitive, findings. For example, Mexico and Brazil have the highest percemage:s
of engaged employees, while Japan and ltaly have the largest percentages of disengagec}
employees. It is argued that global rescarch will help employers gauge their employees’ level of
engagement against the norm for their own country (ISR 2004). Previous research (Hofstede
1997) has shown that organizations must adapt to different cultural values and norms when it
comes to attracting, motivating and retaining staff. ISR’s (2004) study identified four issues as
global factors in managing engagement: career development, leadership, empowerment, am.l
image (which refers to the company’s image to customers and the public). Career developmen:l
was found to influence engagement for employees in each of the ten countries studied, with tht.,’
key message being organizations with high levels of engagement provide employees witl?
opportunities to develop their abilities. learn new skills, acquire new knowledge and realize theill_'
potential. The logic behind this is that when companies invest in their people in this way. their
people invest in them. The research also identified the need for empowerment; employees want
to be involved in decisions that affect their work. It was found that leaders of high-engagemen-t
workplaces do not create fear or blame cultures, where employees are reluctant to express their
ideas or 9 exercise their initiative. Instead. they create a trusting and challenging environment. in
which employees are encouraged to input and innovate to mlove the organization forward.

A useful comparison between a range of demographic segments, from job level (senioi'
exceutive, director/manager, supervisor/foreman, specialist/professional, non-management
salaried and non-management hourly) to industry category (non-profit, high tech. heav;,:'
manufacturing, insurance, pharmaceuticals. hospital and finance/banking) was carried out by
researchers at Towers Perrin (2003), who found a pattern across the segments. Each group had

only a small group of highly engaged respondents, a slightly larger disengaged group, with the
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majority in the ‘moderately engaged group’. However, in t;ach case there was one exception to
the pattern that is worth noting; senior executives were found to be more highly engaged tharii
any other group and were less likely to be disengaged. Cynics might suggest this may be linked
to income level and. while this certainly ¢cmerged as important in this study, it was not the only
contributory factor.

More important were role charucteristics, such as challenge. authority. autonom)‘g.
stimulation, access to information, resources and growth opportunities, that research has shown
are linked to high levels of engagement. The lowest levels of engagement have been found
among hourly workers, who arguably have the least control or influence over their jobs and work
experience. Across industries, engagement is substantially higher in the non-profit sector than in
every other sector looked at by Towers Perrin (2003). This would éppear logical, given tha'l
people tend to be drawn to this sector through a sense of mission, rather than from any prospec;
of high pay or wealth accumulation. This finding is also consistent with the numerous definitions
and views surrounding engagement, which identifies a ‘passion for work’ as being a ke}:f
component factor (Truss et al 2006, Brim 2002 and Holbeche and Springett 2003). Indeed, the
fact that the sector is traditionally not a high-paying one, relative to the others studiedf.
emphasizes the fact that it is not possible to ‘buy’ engagement in the conventional sense by
offering better than average monetary awards. Conversely, in .another study comparing the pub]in;:
and private sectors, Truss et al (2006) ‘Ibund that group in the public sector had a more negative
experience of work, they reported more bullying and harassment than those in the private Sectori
and were less satisfied with the opportunities they had to use their abilities. This reinforces the
findings of previous studies and underlines the scale of the challenge facing public sector
managers in particular, and the negative impact that bullying and harassment have on employees

and their levels of engagement (Emmott 2006).One way managers can stimulate motivation is to
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give relevant information on the consequences of their actions on others (Olajide, 2000). To thiQ
researcher it seems that there is no known organization in which people do not usually feel there
should be improvement in the way dgpartments communicate, cooperate, and collaborate with
one another. Information availability brings to bear a powerful peer pressure, where two or more
people running together will run faster than when running alone or running without awareness of
the pace of the other runners. By sharing information, subordinates compete with one another.
Studies on work motivation seem to confirm that it improves workers' performance an(.!
satisfaction. For example, Brown and Shepherd (1997) examine the characteristics of the work ol
teacher-librarians in four major categories: knowledge base, technical skills, values, and beliefs..
He reports that they will succeed in meeting this challenge only if they are motivated by deeply-
held values and beliefs regarding the development of a shared vision. Vinokur, Jayarantne, and
Chess (1994) examine agency-influenced work and employment conditions, and assess their
impact on social workers' job satisfaction. Some motivational issues were salary, fringe beneﬁtsl.
job security, physical surroundings, and safety. Certain environmental and motivational factors
are predictors of job satisfaction. While Colvin (1998) shows that financial incentives will gell
people to do more of what they are doing, Silver throne (1996) investigates motivation an<.ii
managerial styles in the private and public sector. The results indicate that there is a Iitt]c;
difference between the motivational needs of public and private sector employees, managers, anq

non-managers.

Dornstein and Matalon (1998) describe eight variables that are relevant to organizational
commitment. These are interesting work, coworker's attitudes towards the organization,
organizational dependency, age, education, employment alternatives, attitude of family and

friends. The variables explain 65% of the variance in organizational commitment. Glisson and
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Derrick in Adeyemo and Aremu (1999) in their study of 319 human service organization workers:;
analyzed the effects of multiple predictors (job, organization, and worker characteristics) on
satisfaction and commitment. They showed that skill variety and role ambiguity are best
predictors of satisfaction, while leadership and the organization's agé is the best predictor of
commitment. Ellemer, Gilder, and Heuvel (1998) found that background variables as gender:.
level of education, or team size were not clearly related to three forms of commitment. Adeyem(;J

]

(2000) reported a positive correlation between education and organizational commitment. lrving;
Coleman, and Cooper (1997) found Ehat age was not related to organizational commitmenl‘.
Meyer and Allen (1984) earlier argued that age might be correlated with commitment b\,
postulating that it serves as proxy for seniority that is associated with opportunity to better one's
position in the work. On the issue of gender, Mathieu and Zajac (1990) reported its relationshir:)

to organizational commitment. Similarly. it was found by Irving, et, al. (1997) that the men in

their sample had higher level of commitment than the women.
2.3 STATEMENT OF HYPOTHESES

i. Gender will significantly influence organizational commitment

ii. Gender will significantly influence Attitude to work of workers
iii. There will be positive relationship between work environment and organizational

commitment.

iv. There will be a negative relationship between work environment and attitude to work

among workers.

v. Workers with long length of service will significantly report higher organizationai

commitment than those with short length of service.
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vi. Workers with short length of service will significantly réport positive attitude to work thap

workers with long length of service.

vii. Older workers will significantly report higher organizational commitment than young

workers.
Viii. Younger workers will significantly report positive Attitude to work than old workers.

2.4. OPERATIONAL DEFINATION OF TERMS.

Attitude to work: This is a dependent variable in the study. It was measured on the section B of
the questionnaire. The close ended item required respondents to tick either positive or negative
attitude they often had to work. It was measured using a scale developed by RAVI VANGALA
(2011) attitude to work scale. The item required workers to tick using a 5-point rating scale b_\-
likert ranging from strongly disagree (1) to strongly agree (5).higher scores indicate higher level

of attitude to work.

Organizational commitment: This is the second dependent variable in the study. it was also
measured by single item on the section C of the questionnaire. It was a close ended
questionnaire. This variable was measured using a 24-item Organizational Commitment scalé
developed by Meyer and Allen (1991). The scale has 5 — point Likert response format ranging
from strongly disagree (1) to strongly agree (5). Higher scores indicate higher level o.[‘ |

organizational commitment.

Demographical Factors: These are personal characteristics used in collect and evaluate data on
a people in a given population. E. g age, gender, length of service and work environment. These

factors can influence how a person relate and later affect his decisions. and relations in his daily
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life. This is an independent variable In the study. it was measured in the section (A) of the

questionnaire. The item required workers to tick using a 5-point rating scale developed by likert.

Age: This refers to the length of time during which a being or thing has existed; length of life or
existence to the time spoken of or referred to: trees of unknown age; His age is 20 years. can be
said to be a period of human life, measured by years from birth, usually marked by a certair;
stage or degree of mental or physical development and involving. legal responsibility and
capacity: the age of discretion;r the age of consent; or the particular period of life at which a
person becomes naturally or conventionally qualified or élisqualiﬁed for anything. This is an

independent variable in the study. it will be measured with a single item on the questionnaire.

Gender: Gender refers to the personal sexual identity of an individual, regardless of the person's
biological and outward sex. This is defined as whether the respondent is a male or female as

indicated by the questionnaire in section A.

Length of service: Refers to duration of service or employment, Often used to indicate how long
an employee has worked at a company or an individual has belonged to an organization. This

will be indicated by the respondent in the questionnaire.

Work environment: The term work environment is used to describe the surrounding conditions
in which an employee operates. The work environment can be composed of physical conditions.
such as office temperature, or equipment, such as personal computers. It can also be related (o
factors such as work processes or procedures. The work environment can involve the social
interactions at the workplace, including interactions with peers, subordinates, and managers.
Generally, and within limits, employees are entitled to a work environment that is free from
harassment. A hostile work environment exists when unwelcome sexual conduct interferes with
an employee's job performance, or creates a hostile, intimidating, or offensive work
environment. This will be indicated in the questionnaire in section A '
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CHAPTER THREE
METHODOLOGY

3.1 RESEARCH DESIGN.

This study employs the ex-post facto research design. implies that none of the variables
were actually manipulated .The independent variables in the study are demographical factors
gender, age. length of service, and work environment. The dependent variables are attitude to

work and organizational commitment
3.2 SETTING '

The research took place in two Universities in Ekiti State naﬁely Federal University.
Oye-Ekiti and Ekiti State Univérsity in Ado-Ekiti. Ekiti State is made up of 18 local govemmeni
of which Oye and Ado is inclusive. Federal University Oye-EKkiti is é new Federal Universit_\.
with less than 3000 students having more than 100 lecturers with four faculties and twa
campuses. Ekiti State University is a State University having more than 7000 students with a

minimum of 1000 lecturers having five faculties and two campuses.
3.3 SAMPLING TECHNIQUE.

The sampling technique used for selecting the employees was the accidental sampling technique:
The technique was used because the researcher could not have access to all staff members of the
two Universities, so those approached and volunteered to participate in the study actually

completed the questionnaire.
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3.4 POPULATION AND SAMPLE.

The study population consisted of academic staff from two universities in Ekiti State, Federal
University Oye-Ekiti and Ekiti State University Ado-Ekiti. These categories have been chosen
because these are the public Universities available in Ekiti State. Initially 210 questionnaires was
administered while total number Qf 103 questionnaires were retrieved from the two Universities.
However 3 questionnaires were discarded because of incomplete information, therefore. 100 de :
used for the study, this means that a total of 100 academic staff partidipated in the study. The).
consisted of male and female with age ranged between 28 years to 56 years with mean of 35.6i
The accidental sampling technique was found appropriate in the study because the researcher
could not have access to all workers in various faculties and departments. so those tha:i
volunteered to participate in the study actually completed the questionnaire .The Accidental
sampling method was used to select participant from the various faculties in both Universilies‘.

The selection was done as follows:

FEDERAL UNIVERSITY OYE EKITI

FACULTY DEPARTMENT NUMBER OF PARTICIPANT
AGRICULTURE ANIMAL SCIENCE 18
AGRIC ECONMIES 7
CROP SCIENCE 5
TOTAL
20
ENGINEERING MECHANICAL 7
ELECTRICAL'ELECTRONICS | 3
MECHTRONICS .
WATER RESOURCES AND
METROLOGY 4
B TOTAL 15
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SCIENCE BIOCHEMISTRY 9
MICROBIOLOGY 4
ANIMAL ENVIRONMENTAL | 9
BTH
TOTAL |22
HUMANITIES AND | PSYCHOLOGY 5
SOCIAL SCIENCES DEMOGRAPHY AND SOC
STAT. 10
SOCIOLOGY 8
ENGLISH AND LIT.STUDIES |2
THEATER AND MEDIA
ARTS 3
TOTAL [ 28
EKITI STATE UNIVERSITY,ADO- EKITI
FACULTY DEPARTMENT NUMBER OF PARTICIPANT

SOCIAL SCIENCE

PSYCHOLOGY

TOTAL 5
ENGINEERING MECHANICAL
TOTAL
5
SCIENCE MATHEMATICS

TOTAL 2
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3.5 RESEARCH INSTRUMENT

Two standardized questionnaire were used to collect data in the study. They are organizationa}
commitment scale (OC) and Attitude to work scale (AWS).The questionnaires were divided into

sections namely:

Section A: DEMOGRAPHIC VARIABLES
These include participant’s characteristics such as age, gender, length of service and environmenfl :
Section B: ORGANIZATIONAL COMMITMENT SCALE

This section measures organizational commitment as work atfitude using a 24-item
Organizational Commitment scale developed by Meyer and Allen (1991). The scale has 5 — point
Likert response format ranging from strongly disagree (1) to strongly agree (5). Higher scores
indicate higher level of organizational commitment. The authors reported a reliability coefﬁcien'l

of 0.75.In the present study, the researcher obtained cronbach’s Alpha coefficient of 0.71

SECTION C: ATTITUDE TO WORK SCALE

Attitude to work was measured using a scale adopted from Ravi Vangala Attitude questionnaire
2011).It is a 20 item attitude to work scale. The scale has 5 — point Likert response forma.l
ranging from strongly disagree (1) to strongly agree (5). Higher scores indicate positive attitude
to work. The instrument was subjected to both face and content validity through the use experts
in psychometric to validate. The Test-retest reliability coefficient of the instrument was 0.76

while its Cronbach’s Alpha coefficient was 0.55.
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3.6 PROCEDURE.

Questionnaire was used to collect data from participants of the study. The researcher
sought the permission of the Heads of Departments from both Universities. The Heads of
Departments further briefed members of staff on the research purposeg. Three members of stall
assisted in the distribution of the questionnaires. Participants were accidentally sampled across
the various departments in the two universities. The staff members that were willing t{)
participate were given the questionnaire and were encouragéd to fill them. The administration
and collection of the questionnaire tO(.)k three weeks. The questionnaire items were very direct
and easy to understand .It took each participant a minimum of 10 minutes to complete but some

took it home. A total of 210 questionnaires were distributed but 103 were retrieved. However,

only 100 that were properly completed were used for data analysis.
3.7 STATISTICAL TOOLS/TECHNIQUES/METHOD.

The data collected were subjected to analysis using Statistical Package for Social
Sciences (SPSS).Demographic variables were analyzed using descriptive statistics such as mean;.
standard deviation, and percentage and [requency distribution table. Hypotheses stated were
tested using inferential statistics. Six hypotheses stated in the study were tested using t-test for
independent group to determine grouﬁ difference and the other two hypotheses were using one

way Analysis of Variance (ANOVA).
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CHAPTER FOUR

RESULTS

Hypothesis one which state that Gender will have significant influence on organizational

commitment,

Table 4.1: T-test for independent Group showing Gender and organizational commitment. It

explains hypotheses 1 and 2.

Group Statistics

Gender |N Mean Std. 1Df P

Variables
Deviation

Male 66 |53.09 17.49 98 3.29 <05
Organizational Commitment _ :

Female |34 [41.50 14.95

Male [66 [48.80 [12.93 98 1.84 <05 |
Attitude to Work - ;

Female |34 43.82 12|.64

From Table 4.1,the result shows that gender has significant influence on organizational

commitment(t=3.29."df= 98.’p< .05). This suggest that male participant ( X =53.09) reported

higher organizational commitment than female participants(X=41.50).hypothesis is accepted.

Hypothesis two which stated that gender will have significant influence on attitude to

work of workers. Table 4.1: t-test for independent group showing gender and attitude to work.

From table 4.1,the result shows that Gender has no significant influence on Attitude to work

(t=1.84;df=98:p>.05). This suggest that male participants (X=48.80) were not significantly

different from female participant(X=43.82). Therefore, hypothesis two is rejected.
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Hypothesis three which stated that work environment will significantly influence

organizational commitment among workers.
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Table 4.3: of one-way Anova showing the influence of work Environment on Organizational
commitment. This table also explains hypothesis 3 and 4.

Sum of Squares |df |Mean Square |F Sig.

Between Groups | 1877.399 2 038.699 3.205 |.045
Organizational -

Within Groups  |28409.351 97 [292.880
Commitment

Total 30286.750 99

Between Groups | 187.283 2 |93.642 550|579
Attitude to Work Within Groups | 16504.507 97 1170.150

Total 16691.790 99

Table 4.3 shows that work environment significantly influence organizational
commitment among workers (F(2,97)=3.21;p<.05).The result indicates that participants th :
perceived average work environment (X=52.91) signiﬁcémtly reported higher organizational
commitment than those with good(X=44.27) and poor(X=43.92) respectively. Hypothesis three;'

is accepted.

Hypothesis four which state that there will be a negative relationship between work

environment and Attitude to work. The result is presented in table 4.3From table 4.3: ofone—wa_\'
ANOVA showing the influence of work environment on Attitude to work among workers. Table
4.4 shows that work environment did not significantly influence attitude towards work
(F(2,97)=0.55;P>.05).The results indigales that participants who perceived work environment
averagely (X=48.29) were not significantly different in attitude towards work from those who

perceived poor(X=45.61) and good(X=45.50) respectively. Hypothesis four is rejected.
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Hypothesis five which stated that workers with long length of service will significantly

report higher organizational commitment than those with short length of service.

Table 4.5: T-test for independent group showing length of service and organizational

commitment. This table explains hypothesis 5 and 6.

Gende |N  |Mean Std. Deviation | Df T P
Variables. '

r

Long |23 [48.52 16.51 88 10.50 .05
Organizational commitment

short |67 |50.58 17.27

long |23 |[45.26 11.11
Attitude toWork

short |67 [48.69 13.30 88 -0.11 |p=.05

Result from table 4.5 showed that length of service did not significantly influence

organizational commitment. (t=-0.50;d{=88:;p>.05).This result suggests that workers with long

length of service (X=48.52) were significantly different in organizational commitment froni

workers with short length of service (X=50.58).Therefore ,hypothesis five is rejected.

Hypothesis six which state that workers with shost length of service will signiﬁcantl};'

report positive attitude to work than workers with long length of service. From Table 4.5, The

result showed that length of service did not have significant influence on Attitude to work.(t=-

0.11; df=88 :p >.05).This suggest that workers with short length of service (X=48.69) were not

significantly different in Attitude from workers with long length of service(X=45.26) .thereforé

hypothesis six is rejected.

Hypothesis seven which stated that old workers will significantly report higher

organizational commitment than young workers.
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Table 4.7: T-test for independent group showing age and organizational commitment. Th

explains hypothesis 7 and 8

is table

Gende |N Mean Std. Deviation |Df T P
Variables

I

old 36 51.86 18.49 78 0.90 <.05
Organizational commitment

young |44 [48.48 15.01

Old 36 |46.86 12.11
Attitude to Work -

young |44 [46.93 12.37 78 -1.78 <.QS

Result in table 4.7 showed that age did not significantly influence organizational

commitment.(t=0.90 :df =78;p>.05) This suggest that old workers(X=51.86) were not

significantly different in organizational from young workers (X=48.48). Therefore hypothesi.;s

seven is rejected.

Hypothesis eight which stated that younger workers will répon positive Attitude to

work than old workers. From table 4.7, Result show that age did not have significant influence -

on Attitude to work (t=-1.78; df =78:p> 05). This result suggest that old workers (X= 46.86)

were not significantly different in attitude to work from young workers(X=46.93).Therefore

hypothesis eight is rejected.
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CHAPTER FIVE
DISCUSSION, CONCLUSION AND RECOMMENDATION

5.1 DISCUSSION.

This investigated the influence of age, gender, work environment and length of service on
organizational commitment and workers attitude in Ekiti State. The researcher’s purpose in this
study was to explain the influence of the mentioned demographic variables on commitment and

work Attitude among Academic workers in Ekiti State.

Hypothesis one stated that gender will significantly influence organizationa:l
commitment. The result shows that gender has significant influence on organizationaj
commitment. The finding indicates that male participants reported higher organizational
commitment than female participants. In support of this ﬁn_ding, the studies revealed that the
women are more concerned about their tasks and put more labor for achieving the same. While
on the other hand. the men though physically strong are studied as lethargic and possess a
mindset which is less task oriented. Now, if the both male and female work in the same
organization, the male workers, due to their muscular instincts would definitely aspire to
overwhelm the spheres of efficiency and output. Consequently, this phenomenon will augmen;
the organizational commitment (Saifuddin & Nawaz, 2012).As traditional organizations are
masculine oriented, females working in the organizations are considered to be less committedl.
The other side of the picture is that the organizations where female and male work together, the
level of efficiency and output regarding productivity gets enhanced. Parallel to it, the graph

organizational commitment also goes up. Among many causes behind, some of them are, sense
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of competition, high input due to less absenteeism and greater professionalism (Kargar et al.

2012)

Hypothesis two states that Gender has no significant influence on Attitude to work. Th§
finding indicates that male participants were not significantly different from female participant in
attitude toward work. Attitudes to work vary between people in different sectors. Previous
research has reported contradictory views on gender aspects of attitudes to work. Some of these
findings, for example those of Mats Johansson, show that women express a more instrumentai
attitude to work, whilst other studies, ¢ g Anne-Lise Ellingszter, indicate that men have a more
instrumental attitude than women. According to Knut Halvorsen the findings depend on how we
operationalise commitment to work. However, he points o.ut that the gender differences in his
study are small, and very often non-significant. On the whole, my findings agree more with thosé
of Ellingsater, but there is also some support for Halvorsen's conclusion that the gender
differences are small, at least compared with the differences concerning working environment

and social class.

Hypothesis three stated that work environment will significantly influence organizationai
commitment among workers. The finding indicates that participants who perceived average work
environment significantly reported hi gher organizational commitment than those with poor and
good respectively. Hypothesis three is accepted. Specter and Beer (1994) acknowledged that
work systems cannot only affect commitment, competence, cost effectiveness and congruencé
but also have long term consequence for workers” well being, there are some evidences to
indicate that work systems designs may have effect unphysical health, mental health amli

longitivity of life itself. Conducive work environment ensures the wellbeing of employees which
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invariably will enable the exert themselves to their roles with all vigor that may translate to

higher productivity (Akinyele, 2007).

Hypothesis four stated that wo;"k cnvironment did not significantly influence on attitude
towards work. The finding indicates that participant who perceived work environment averagely:‘
were not significantly different in attitude toward work from those who perceived good work
cnvironment. Hypothesis four is rejected. In contrast to this finding, there is a signiﬁcani
relationship between work environment and workers” attitude to job. This means that the work
environment have an impact on the workers" attitude to job. This may range from conducivenesé
of the environment and management styvle. This is in line with Spector and Beer (1994;
argument that work systems cannot only affect commitment, competence, cost effectiveness and
congruence but also have long term consequence for workers’ welfare and there are some
evidences to indicate that work systems designs may have effects on physical health. mental
health and longetivity of life itself. Additionally, Akinyele (2007), adds that conducive work
environment ensures the welfare employees which invariably will enable them exert themselv&
to their roles with all vigor that may translate to higher productivity. Secondly, the outcome ol
employees ‘perception of reward to those of others is not likely to determine job satisfaction.
This is because key factors which determine Job satisfaction include among others, the pleasure
and satisfaction workers get from their co-workers, Job conditions, supervision, benefits and the:
nature of the work. Therefore, the work environment of most Nigerian organizations must be
accorded with high priority while adequate consideration must be given to other rewards that

give positive attitudes to workers in order to be satisfied with their job.

Hypothesis five stated that workers with long length of service will significantly report
higher organizational commitment than those with short length of service. This result suggests
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that workers with long length of service were significantly different in organizationai
commitment from workers with short length of service. Therefore, hypothesis five is rejected. h?
contrast to this present findings, past (indings stated that: Stevens et .al; (1978) found that Jol;
tenure was a positive predictor of organizational commitment while positional tenure was a
negative predictor position tenure refer to the number of year spent in the same position while
Job tenure (or organizational tenure) refer (0 years an employee has spent with an organization:
In this study however, our attention is on Job position. In a study carried out in Pakistan. Buff
(2009). found out that Job position among other demographic variables had a positive and
significant relationship with organization commitment. Another study in India by Kanchana and
Panchanatham (2012) it was also found that there was positive and significant associa‘tio:'ﬁ
between job position and organizational commitment. Balay (2010) in his study of teachers in
Turkey also came to a similar conclusion. The strong positive correlations between tenure an(;l
commitment are consistent with previous studies (Rousseau & parks 1993; Meyer, Allen and
Gaellatly 1990; Kolbert and Kwon 2000 and Salami 2008).The finding is also consistent with
Hrebiniak and Alutto (1972) study which concluded that tenure was the most important variable
that impacted on organization commitment. This may be because the longer an employee stays ir%
an organization the more opportunity ‘the employee has, not only to gain more experience but
also develop a sense of belonging (Joiner and Bakalis, 2006).Concerning the relationshi;;ﬁ
between job position and organization commitment, thle study results suggest a position
correlation between the two variables. This result which is as predicted is consistent with thé
lindings of Butt (2009) in Pakistan, Kanchana and Pananchanatham (2012) in India and Balay

(2010) in Turkey.
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Hypothesis six workers with short length of service will significantly report positive
attitude to work than workers with long length of service. This suggests that workers with short

length of service were not significantly different in Attitude from workers with long length of

service. Therefore hypothesis six is rejected.

Hypothesis seven stated that Old workers will significantly report higher organizational
commitment than young workers. This suggest that old workers were not significantly different
in organizational from young workers. Therefore hypothesis seven is rejected. This result
contradicts the findings of (Nawaz & Kundi. 2010) which stated that as the person grows older.
his/her sense of obligations also gains maturity. Along, the chances for the switchovers also
dwindle. Resultantly the individuals in the high age group possess more organizationa:i
commitment as compared to fresh entries. Moreover, this phenomenoh is also supported by the
monetary benefits like pay, pénsion. funds and allowances. Contrast to this present finding
Mathieu and Zajac (1990) did a meta-analytic study involving 41 sanﬁples and 10335 subjects.
The conclusion arrived at by the study was that there was a statistically significant positive
correlation between age and employee commitment. Allen and Meyer (1990) also studied the
link between age and affective commitment and found a positive correlation between the IW’LE)
variables. Karsh et al (2005) in their study of 6584 nursing home erﬁployee found that unlike
younger employees, older employees displayed a higher continuance commitment. The above:
notwithstanding, other researcher have failed to show a significant relationship between age dnd
organizational commitment. For example. Hawkins (19é8) in a study of the affective

commitment levels of 396 high school principles found a statistically non-significant correlation

(r= -.004) between age and affective commitment. Colbert and Kwon (2000) in a study of 497
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college and university internal auditors. failed to show any reliable relationship between age and

organizational commitment.

On the basis of the studies referred to .am obliging force which requires that the person
honor the commitment, even in the face of fluctuating attitudes and whims (Brown, 1996) thé .
relative strength of an individual’s identification with and involvement in a par‘[icula;'
organization (Mowday et al, 1979). The psychological attachment felt by the person for the
organization, it will reflect the degree to which the individual internalizes or adopts
characteristics or perspectives of the organization” (O’Reilly & Chatman. 1986). d
psychological state that binds the individual to the organization” (Allen & Meyer, 1990).
Organizational commitment is defined as a psychological treaty signed between the person and
the organization, (McDonald and Makin (2000). In a study of 497 college and university internal
auditors, failed to show any reliable relationship between age and organizational commitment.
On the basis of the studies referred to here it may be concluded that while the relationship
between age and organizational commitment seem to be inconsistent, the weight of evidence m
literature tends to support a positive relationship between age and organizational commitment
(Kaldenberg. Becker and Zvonkovic (1995) and Price and Mueller (1981) . Irving, Coleman. and
Cooper (1997) found that age was not related to organizat.ional commitment. Meyer and Allen
(1984) earlier argued that age might be correlated with commitment by postulating that it serveélz
as proxy for seniority that is associated with opportunity to better one's position in the work. On
the issue of gender, Mathieu and Zajac (1990) reported its relationship to organizationaj
commitment. Similarly, it was found by Irving, et, al. (1997) that thelmen in their sample had

higher level of commitment than the women.
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Hypothesis eight stated that Young workers will significantly report positive Attitude t@
work than old workers. This result suggests that old worke.rs were not significantly different in
attitude to work from young workers. Therefore hypothesis eight is rejected. This differs fronﬁ
findings reported by Bi Puranen (2010) According to her; however, her findings are based on
answers from high school students aged about 18 without much work experience. Other variables
that reveal differences are ethnicity, type of industry, level of employment, and experience of
unemployment. Results show that those born outside Sweden, and, in particular, those born
outside Scandinavia, are more likely to have an instrumental attitude .Attitudes to work varies
between people in different sectors. A comparison between the public and private sectors reveals
these differences. More people in the }ﬂlb!iC sector have a comr-nitted aﬁitude to work than in the

private sector. If we consider different types of businesses, we find even greater differences.

5.2: CONCLUSION.

The main purpose of this study was to investigate the influence of perceived
demographical factors (age, gender, work environment and length of service) on workers’
attitude to work and organizational commitment of the academic workers. To address this.
relevant data were collected and analyzed. From the findings of this study, the following majdr
conclusions are arrived at: gender has significant influence on organizational commitment of
Academic workers, gender has no significant influence on Attitude to work among Academiq:
workers, work environment will significantly influence organizafiona] commitment  of
Academic workers, work environment did not significantly influence attitude towards work
among Academic workers, length of service has no significant inﬂuence on organizational

commitment, length of service has no significant influence on Attitude, Age has no significant
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influence on organizational commitment and lastly, age has no significant influence on Attitude

to work
5.3 RECOMMENDATIONS

Based on the findings of the present study, the following are recommended, Organizations.
community, private practice and institutions settings need to understand the basic concept of
psychological factors and its influence on workers’ attitude and organizational commitment. This
may help people integrate psychological factors, commitment and workers’ attitude to work in
ways that are satisfying and no area is lacking. Measuring levels of organizational commitment
among workers’ should not be based on Gender and work environment. Rather, demographig
factors other than the aforementioned may be of significance in determining levels of

organizational commitment among workers.

The finding also revealed that demographical factors if not managed properly will affect
workers and the organization, and ma_\.l also affect the productivity of t.he organization and even
the society at large. Hencer, implementing effective. programme on how to manage
demographical factors in order for it not to affect Attitude to \;vork and Organizational
commitment and increasing enrichment should be shared by organizations, individuals and

policy makers.

Since, work environment has significant influence on organizational commitment, l
recommend that work environment should continue to be an area of concern in order to increase
or boost organizational commitment. In order to further increase workers organizational
commitment, workers with longer length of service should be promoted since length of service

has significant influence on organizational commitment.
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5.4: LIMITATION OF THE STUDY.
This study was confronted with some limitations. These include the following:

The study employed ex-post factor design that does not give room for manipulation of variables-:.
Therefore, no cause-effect relationship can be inferred or established. The study had a small
sample size which makes the generalization of the result questionable. The small sample size
was as a result of participants’ low response rate and loss of some questionnaire during
administration. For instance a sample size of 100 was eventua.]ly obtaiued out of the 210 initia]l_y:'
proposed for the study. The researchel-' was faced with financial difficulties in the course of the

research work.

The issue of demographical factors, organizational commitment and attitude of worker%;
to work shall for a long time remain active area of research. However, the direction of emphasis
may keep changing as dictated by the necds of workers and employers. Research of this nature
can be carried out again with larger population and more diverse nature of occupation such as
nursing, military and even the immigration services. Though, this study has identified
demographical factors as variables significant in the determination of organizational commitment
and Workers’ attitude to work in certain work environment, another possible area of further
research is to investigate influence of psychological factors on family life and organizational
commitment. Further study may investigate the relative contribution of conditions such as singl§
parenthood, people caring for dependant other than their chlildren in determining their attitude to

work and organizational commitment.

Finally, another limitation of the study is that lecturers in the two university were

unyielding mostly in the Ekiti State U niversity because during the data collection the post jamB
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was going on, so this really caused low turn up of workers. So the participants are nol

proportional with participant in the Federal University Oye- Ekiti.
5.4: CONTRIBUTION TO KNOWLEGDE,

In its broadest sense, the study is aimed at improving on the existing data anq
contribution to the growing body of knowledge, on issues relating to the interaction betweeﬁ
demographical wellbeing, attitude and commitment. Finding from this study are expected to
provide insight into the extent to which various demographical factor can influence academié
workers attitude and organizational commitment. The outcome coula also serve as empirical
basis that provide important insight for government, policy makers ,business leaders and even
workers themselves to become familiar with how different demographical factor inﬂuenccj‘
workers who are males and females and those who are marri;ed to who are single as it relates o

their level of commitment and attitude they portray on job.
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(APPENDIX A)
FEDERAL UNIVERSITY OYE EKITI
FACULTY OF HUMANITIES AND SOCIAL SCIENCES

DEPARTMENT OF PSYCHOLOGY

Dear respondent,

This questionnaire is to seek information only about the issues raised for research purposes. All response

given shall be treated with utmost confidentiality.

SECTION A

Gender (a)Male () Female( ) .
. Length of Service(in L= S ———
Work Environment ( a) Good ( ) (b) Average () (¢)Poor ( )

SECTION B: Instruction: Tick the following statements as they apply to you according to your degree of

ageement to disagreement as follows: Strongly Agree (SA), Agree (A), Disagree (D), Strongly Dlsag:ree _'

(SD) and Undecided(undecided)

S/N | Item SA A TU D [SD: |

ST

[ do not feel a strong sense of belonging to my organization.

I do not feel “emotionally attached’ to this organization.

This organization has a great deal of personal meaning for me.

(S

I do not feel like ‘part of my family’ in this E)rganization.

=
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I would be very happy to spend the rest of my career with this
organization.

| Ienjoy discussing my organization with people outside it.

| really feel as if this organization’s problems are my own.

I think I could easily become a attached to another organization as
I 'am to this one.

Right now, staying with my organization is a matter of necessity
as much as desire.

One of the major reasons I continue to work for this organization
is that leaving would require considerable sacrifice-another
organization may not match the overall benefits I have.

I feel I have too few options to consider leaving this organization.

One of the few negative consequences of leaving this orgamzatlon
would be the scarcity of available alternatives.

It would be very hard for me to leave my organization right now
even if I wanted to.

| Too much in my life would be disrupted if I decide I wanted to

leave my orgamzatlon now.

_ ¥
mig
i

It would not be too costly for me to leave ]ny organization in the
future.

16.

I'am not afraid of what might happen if I quit my job without
having another on line up.

il

I think these people these days move from g.mployer to employer
too often.

I do not believe that a person must always be loyal to his or her
organization.

Jumping from organization does not seem at all unethical to me.

One of the major reasons I continued to work for this organlzatlon
is that I believe that loyalty is important and therefore feel a sense
of moral obligation to remain.

| If I get another offer for a better job elsewhere, I would not feel it

would not be right to leave my organization.

[£S]
o

I was taught to believe in the days when people stayed with one
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organization from most of their careers.

23. | Things were better in the days when pSuple stayed with one
organization for most of their careers.
|
24. | 1 do not think that wanting to be an organizational man or woman
is sensible anymore.
t
SECTION C: Instruction: Tick the following statements as they apply to you according to your
degree of agreement to disagreement as follows Strongly Agree(SA), Agree(A),Undecided
( U) Disagree (D) and Strongly Disagree (SD
S/N | ltem SA |A |U D |SD
¥ I come to work regularly R
2. [ leave my office before the closing time :
3 I no longer work till closing time because | have other businesses to
augment my low monthly salary
4. .I sometimes come to work late since the working environment is not
encouraging
5. Most of my office hours is spent working.
6. [ spent part of my official hours in pursuing my academic in order to
retire at a good grade. ,
7. [ engage in buying and selling at work just to make enough savings
8. [ consider it is necessary for every employee to participate in
_decision making T
9. [ put in more effort in my work since I know | am also contrit;uting to
my retirement benefit)
10. =l
I have decided that the work can perish since it cannot benefit me on
retirement.
I1. | I know the objectives of Workers Participation in Management
(WPM)
2. I attend the meeting conducted by the management regularly

There is a positive impact of your participation on industrial
relations

A
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Is WPM concept is useful in improving relations between manager

- and employee/worker

I 15. | Ino longer take my work serious since much will not be benefited
from it on retirement
16. | Management resolved my problems through union
17. | There is standing orders of the company known to me
18. | Manager/Supervisor cares about both n?yf personal (Health, Family
ete)and Job (production, Training and Development etc)
19. | 1 am satisfied with the company’s reward and recognition program
20. | Manager/Supervisor is cooperative with me
IS
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Folashade PSY Project Results

Frequencies
Statistics
Gender WorkEnvironment
Valid 100 100
Missing 0 0
Frequency Table :
Gender
Frequency Percent Valid Percent Cumulative
Percent
Male 66 66.0 66.0 66.0
Valid Female 34 340 34.0 100.0
Total 100 100.0 100.0
WorkEnvironment
Frequency Percent Valid Percent Cumulative
Percent
Good 30 30.0 30.0 30.0
Average 57 57.0 §7.0 87.0
Valid
Poor 13 13.0 13.0 100.0
Total 100 100.0 100.0
Descriptives
Descriptive Statistics
N Minimum Maximum Mean Std. Deviation
Age 80 28.00 52.00 35.6000 5.70498
LengthofService 90 1.00 28.00 4.8333 4.97240
Valid N (listwise) 73




Reliability

Scale: ALL VARIABLES

Case Processiﬁg_‘{umman
N %

Valid 79 79.0
Cases Excluded® 21 210

Total 100 100.0
a. Listwise deletion based on all variables in the
procedure.

Reliability Statistics
Cronbach's Alpha N of ltems
HOT 24
Item Statistics
Mean Std. Deviation N

Org0001 2.2785 1.14283 79
Org0002 2.5316 1.28936 79
Org0003 3.9620 1.04321 79
Org0004 2.4304 .99593 79
Org0005 2.9494 1.07296 79
Org0006 3.3671 1.26265 .79
Org0007 3.5570 1.16296 79
Org0008 3.2278 1.16519 79
Org0009 3.6835 1.14963 79
Org0010 3.1519 1.35011 79
Org0011 3.0380 1.42724 79
Org0012 3.0506 1.42234 79
Org0013 3.1139 1.42314 79
Org0014 2.9620 1.28545 79
Org0015 3.6582 1.13099 79
Orgoote | 2.6962 1.15863 79
Org0017 3.2532 1.04352 79
Org0018 1.7975 1.09052 79
Org0019 2.7595 1.22176 79
Org0020 3.6835 1.01961 79
Org0021 3.3924 1.30500 79
Org0022 2.8228 1.21697 79
Org0023 3.1772 1.14084 79
Or90024 2.8481 1.12191 79




Item-Total Statistics

Scale Mean if Jtem Scale Variance if Corrected Item- Cronbach’s Alpha
Deleted Item Deleted Total Correlation if Item Deleted
Org0001 71.1139 96.564 420 .685
Org0002 70.8608 94,634 438 .682
Org0003 69.4304 107.479 -.059 .720
Org0004 70.9620 99.216 .357 692,
Org0005 70.4430 105.686 021 {15
Org0006 70.0253 108.897 -.121 729
Org0007 69.8354 109.447 -.144 728
Org0008 70.1646 99.755 .266 697
Org0009 69.7089 100.312 248 699
Org0010 70.2405 90.416 .586 667
Org0011 70.3544 86.180 .720 651
Org0012 70.3418 91.715 498 .675
Org0013 70.2785 92.178 479 676
Org0014 70.4304 92.505 blavy 674
Org0015 - 68.7342 104.916 .047 714
Org0016 70.6962 109.830 -.160 729
Org0017 70.1392 102.455 JATE 704
Org0018 71.5949 98.936 330 .693
Org0019 70.6329 98.466 302 .694
Org0020 69.7089 100.773 .268 .698
Org0021 70.0000 103.359 .084 13
Org0022 70.5696 98.735 .293 695
Org0023 70.2152 100.068 259 698
Org0024 70.5443 102.482 156 .706
Scale Statistics
Mean Variance Std. Deviation N of Items
73.3924 107.293 10.35822 24




Reliability

Scale: ALL VARIABLES

Case Processing Summary

N %

Valid 73 73.0
Cases Excluded® 27 27.0

Total 100 100.0
a. Listwise deletion based on all variables in the
procedure.

Reliability Statistics
Cronbach's Alpha N of Items
.545 20
Item Statistics
Mean Std. Deviation N

Att0001 4.7123 45581 73
Att0002 1.9315 1.21711 73
Att0003 1.5479 1.00057 73
Att0004 1.9452 1.10416 73
Att0005 4.2192 2.35848 73
Att0006 2.5205 1.31349 73
Att0007 1.6027 1.03735 73
Att0008 3.7808 1.21617 73
Att0009 4.0959 .95981 73
Att0010 1.9863 1.24156 73
Att0011 3.8493 .92303 73
Att0012 3.4384 1.26915 73
Att0013 3.8630 .88687 73
Att0014 3.8493 77587 73
Att0015 1.6164 95205 73
Att0016  |' 32877 1.09898 73
Att0017 3.4795 1.04229 73
Att0018 3.5890 95504 73
Att0019 3.2329 1.12448 73
Att0020 4.0959 .80216 73




Item-Total Statistics

Scale Mean if ltem | Scale Variance if Corrected Item- Cronbach's Alpha
Deleted Item Deleted Total Correlation if Item Deleted
Att0001 57.9315 53.648 .040 .546
Att0002 60.7123 51.430 069 551
Att0003 61.0959 47.005 446 492
Att0004 60.6986 49.213 .238 522
Att0005 58.4247 48.275 .009 607
Att0006 60.1233 50.054 126 542 ;
Att0007 61.0411 47,984 352 .505
Att0008 58.8630 49.037 212 526
Att0009 58.5479 52.140 .076 .546
Att0010 60.6575 48673 226 523
Att0011 58.7945 49 999 251 523
Att0012 59.2055 51.027 .082 .549
Att0013 58.7808 50.146 254 523
Att0014 58.7945 51.888 146 537
Att0015 61.0274 50.055 235 525
Att0016 59.3562 47.677 .345 .505
Att0017 59.1644 50.778 152 .536
Att0018 59.0548 49.719 .259 521
Att0019 59.4110 49.801 .193 .529
Att0020 58.5479 51.723 .152 .536
Scale Statistics
Mecan variance Std. Deviation N of Items
62.6438 54.121 7.35672 20




Correlations

Descriptive Statistics

Mean Std. Deviation N
Age 35.6000 5.70498 80
LengthofService 4.8333 4.97240 90
OrganizationalCommitment 49.1500 17.49076 100
AttitudetoWork 47.1100 12.98476 100
Correlations
Age Length of Organizational Attitude to
Service Commitment Work
Pearson Correlation 1 396" .089 -.011
Age Sig. (2-tailed) .001 434 .921
N 80 73 80 80
Pearson Correlation 396" 1 -.027 -.106
LengthofService Sig. (2-tailed) .001 .803 321
N 73 90 90 90
Pearson Correlation .089 -027 1 TIT
OrganizationalCommitment Sig. (2-tailed) 434 803 .000
N 80 90 100 100
Pearson Correlation -011 -.106 b 1
AttitudetoWork Sig. (2-tailed) .921 .321 .000
N 80 90 100 100

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

T-Test

Group Statistics

Gender N Mean Std. Deviation Std. Error Mean
; Male 66|  53.0909 17.49437 2.15341
OrganizationalCommitment
Female 34 41.5000 14.95296 2.56441
Male 66 48.8030 12.92966 1.69153
AttitudetoWork
Female 34 43.8235 12.63586 2.16703




Independent Samples Test

Levene's Test for t-test for Equality of Mea
Equality of Variances
Fi Sig. t df Sig. (2- Mean Std. Error
tailed) | Difference Difference
Equal variances ;
6.856 .010 3.291 98 .001 11.59091 3.52155
assumed
OrganizationalCommitment
Equal variances
3.461 | 76.609 .001 11.59091 3.34864
not assumed
Equal variances
189 665 1.838 98 069 4.97950 2.70873
assumed
AttitudetoWork
Equal variances
1.852 | 68.136 .068 4.97950 2.68868
not assumed




Oneway

Descriptives

N Mean Std. Std. Error 95% Confidence Minimum | Maximu
Deviation Interval for Mean m
Lower Upper
Bound Bound
Good 30 44.2667 16.35792? 2.98653 38.1585 50.3748 10.00 77.00
OrganizationalCommilmsnt Average 5T 52.9123 17.95061 2.37762 48.1493 57.6752 18.00 87.00
Poor 13 43.9231 14.73353 4.08635 35.0197 52.8265 29.00 73.00
Total 100 49.1500 17.49076 1.74908 45.6795 52.6205 10.00 87.00
Good 30 45.5000 10.28474 1.87773 41.6596 49.3404 17.00 64.00
Average 87 48.2982 13.64861 1.80780| 446768 51 .9197 22.00 82.00
AttitudetoWark
Poor 13 45.6154 15.82476 | 4.38900 36.0526 | 55.1782 14.00 71.00
Total 100 47.1100 12.98476| 1.20848 44.5335| 496865 14.00 82.00
- ANOVA
Sum of Squares df Mean Square F Sig.
Between Groups 1877.399 2 938.699 3.205 .045
“OrganizationalCommitment Within Groups 28409.351 97 292.880
Total 30286.750 99
Between Groups 187.283 2 93.642 .550 .579
AttitudetoWork Within Groups 16504.507 97 170.150
Total 16691.790 99




Post Hoc Tests

Multiple Comparisons

LSD
Dependent Variable (I) WorkEnvironment (J) WorkEnvironment Mean Std. Error | Sig. 95% Confidence
Difference Interval
(I-J) Lower Upper
Bound Bound
- Average -8.64561"| 386017| 027 -16.3070 -.9842
o Poor .34359 5.68260 962 -10.9348 11.6220
Good 8.64561" 3.86017 .027 .9842 16.3070
OrganizationalCommitment Average
Poor 8.98920 5.25999 .091 -1.4504 19.4288
Good -.34359| 5.68260 952| -11.6220| 10.9348
dipe Average -8.98920 5.25999 091 -19.4288 1.4504
Average -2.79825) 2.94223 344 -8.6378 3.0413
o Poor -.11538 4.33129 979 -8.7118 8.4810
Good 2.79825 2.94223 .344 -3.0413 8.6378
AttitudetoWork Average
Poor 2.68286 4.00918 .505 -5.2742 10.6400
Good .11538 4.33129 979 -8.4810 8.7118
o Average -2.68286 4.00918 .505| -10.6400 5.2742

*. The mean difference is significant at the 0.05 level,




PR Rt i iy

old. Error Mean

OrganizationalCommitment

AttitudetoWork

Long
Short
Long
Short

23

67
23

67

wicdll <J. Leviauon
48.5217 16.51134
50.5821 17.26544
45.2609 11.10781
48.6866 13.30323

3.44285

2.10931
2.31614

1.62525

Independent Samples Test

& Levene's Test for Equality of Varniances t-tesl
F Sig. t df Sig. (2-tailed) Mean [
i ) Equal variances assumed 741 .392 -.499 88 619
SgantralionaICommimen Equal variances not assumed -.510 39.749 613
: Equal variances assumed 3.070 .083 -1.108 88 27
ArlitudetoyNork Equal variances not assumed -1.211 45.335 232
T-Test
Group Statistics
[Age N |  Mean Std. Deviation Std. Error Mean
A : Old 36 51.8611 18.49193 3.08199
S i e e Young 44| 484773 15.00928 2.26273
f Olid 36 46.4444 12.10772 2.01795
ARl Young 44| 469318 12.37100 1.86500
Independent Samples Test
Levene's Test for Equality of Variances t-test
F Sig. t df Sig. (2-tailed) Mean D
A RLE . Equal variances assumed 7132 009 -904 78 .369
SrpesiERcnmICanyinie Equal variances not assumed .885 67.045 379
: Equal variances assumed .045 .832 -177 78 .860
i Equal variances not assumed =177 75.494 .860
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|
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2.00 2.00 4.00 3.00 5.00 3.00
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9/9/15 1:10 PM 5/27



Folashade PSY Data.sav

. Att0003
0. a0

150

1.00
1.00
1.00
1.00
2.00
2,00
1.00
1.00
1.00
1.00
1.00
2.00
1.00
1.00
1.00
1.00
1.00
1.00
2.00
1.00
1.00
1.00
1.00

2.ooj'

2.00
4.00
4.00
1.00
1.00
2.00
2.00
2.00
2.00
1.00
1.00

Att0004

2.00
100

o8-

1.00
1.00
1.00
1.00
2.00

- 2,00
4,00
1,00
1.00
1.00
1.00

1.00
1.00
4.00
1.00
2.00
4.00
2.00
1.00
1.00
4.00

1.00
©3.00
3.00
4.00
4.00
1.00
1.00
2.00
2.00
2.00
2.00
1.00
2.00

T

AHO005 | At0006

4.00

Pl

5.00
1.00
1.00
4.00
5 00
5.00
4.00
5.00
5.00
4.00
4.00
5.00
4.00
5.00
2.00
4.00
5.00
4.00
5.00
400
4.00
4.00
4.00
5.00
22.00
4.00
2.00
2.00
5.00
2.00
400
4.00
4.00
4.00
4.00
5.00

4.00
L
4.00

1.00
1.00

4.00
4.001

200

5.00
1.00
2.00
4.00
5.00
4.00
4.00
2.00
4.00
2.00
2.00
1.00
4.00
4.00
1.00
2.00
1.00

400

4.00
2.00
2.00
1.00
2.00
2.00
2.00
2.00
4.00

5.00

Att0007 J‘

2.00

112 Il

100
1.00
1.00

1.00

1.00
2.00

1.00
1.00
1.00
1.00
1.00
2.00
1.00
1.00
1.00
1.00
4.00
1.00
2.00
2.00
1.00
1.00
11.00

2.00
4.00
4.00
1.00
2.00
1.00
1.00
2.00
1.00
1.00
1.00

1.00

At0008
4.00
5.00

.

1 5.00
4.00
5.00
5.00
4.00
4.00

5,00
5.00
4.00
5.00
4.00
4.00

- 4.00
2.00
4.00
4.00
1.00
4.00
4.00
4.00

5.00
4.00

500
4.00
 4.00
4.00
4.00
5.00
4.00
200
2.00
2.00
4.00
4.00
4.00

9/9/15 1:10 PM

6/27



Folashade PSY Data.sav

Att0009

Att0010

2.00
1.00
1.00
1.00
1.00
2.00
2.00
1.00
1.00
2.00
1.00
1.00
2.00
1.00
1.00
1.00
1.00
2.00

1.00
1.00
1.00
2.00
2.00
4.00
4.00
2.00
1.00
1.00
1.00
2.00
2.00
1.00
2.00

1
Att0011 |

4.00
5.00
1.00
3.00
4.00
3.00
4.00
5.00
5.00
3.00
5.00
2.00
3.00
4.00
3.00
2.00
4.00
4.00

5.00
1.00
5.00
4.00
4.00
4.00
4.00
4.00
4.00
4.00
4.00
4.00
4.00
4.00
4.00

Att0012

4.00

1.00
4.00
3.00
5.00
5.00
4.00
4.00
5.00
5.00

1.00

5.00
4.00
3.00
2.00
2.00
2.00
4.00:
1.00

?

2

?
5.00
4.00

1.00

2.00

2.00

4.00
4.00
3.00
4.00
4.00
4,00
4.00
3.00
4.00
2.00

|
Att0013 |  Att0014
| e

4.00
5.00
3.00
- 4.00

3.00:

3.00
5.00
4.00

3.00

5.00
5.00
4.00
5.00
3.00
3.00
4.00
4.00
3.00
4.00
4.00

3

?

?
5.00
4.00
5.00
3.00
3.00
4.00
4.00
3.00

4.00
4.00
4.00
3.00
4.00
3.00

4,00

- 5.00

4.00

5.00

400

5.00
4.00

3.00
4.00

4.00
4.00
4.00
5.00
3.00
4.00
3.00
3.00
5.00
5.00
3.00

2.00
?
?
?
5.00
3.00

4.00
4.00
4.00)
4.00
4.00

4.00
4.00
3.00

4.00

9/9/15 1:10 PM

7127



Folashade PSY Data.sav

At0015 | AH0016  Aw0017 | At0018 | AM0019 | Att0020

il 2.00 3.00 2.00 2.00 2.00 4.00)
e L T
KL RS Shen T e e 400
1.00 e e S hasewyr
1.00 1.00 2.00 2.00 | 3.00
1.00 3.00 400 ° 500 300 © 500
1.00 ‘ 5.00 3.00 4.00 4.00
1.00 3.00 4.00 3.00 2.00 4.00
2.00 4.00 3.00 400 4.00 4,00
1.00 5.00 5.00 5.00 400 400
1.00 5.00 5.00 5.00 4.00 5.00
1.00 4.00 5.00 2.00 2.00 5.00
2.00 4.00 4.00 4.00 2.00 4.00
1.00 ~3.00 3.00 4.00 4.00 4.00
2.00 3.00 4.00 4.00 3.00 5.00
. %04 " 20y T e s 4.00
2.00 3.00 4.00 4.00 3.00 4.00
1.00 2.00 4.00 4.00 2.00 14.00
1.00 4.00 4.00 4.00 400 400
4.00 1.00 4.00 200 400 1.00
i 3.00 5.00 400 - 8o dog
2.00 3.00 2,00 2.00 2.00 4.00
1.00 4.00 4.00 4.00 4.00 4.00
1.00 3.00 3.00 : : :
2.00 4.00 3.00 4.00 3.00 4.00
1.00 1.00 5.00 1.00 1.00 5.00
1.00 3.00 4.00 4.00 3.00 4.00
1.00 3.00 R ST e
2.00 4.00 | . ; i
2.00 4.00 3.00 4,00 200 400
1.00 4.00 4.00 4.00 1.00 4.00
1.00 2.00 | 4.00 4.00 5.00
2.00 4.00 1.00 4.00 4.00 4,00
200 4.00 1.00 400 400 400
2.00 4.00 2.00 4.00 4.00 4.00
2.00 3.00 4.00 3.00 3.00 4.00
1.00 : 4.00 4.00 3.00 4.00
2.00 3.00 3.00 4.00 3.00 4.00

9/9/15 1:10 PM 8/27



Folashade PSY Data.sav

fOrgan izationé;AttitudatoWof
ICommitment,  k
1 7300  64.00
6900 63.00
61.00 60.00
71.00 49.00
67.00 39.00
57.00 56.00
59.00 59.00
73.00 64.00
79.00 63.00
75.00 76.00
77.00 71.00
87.00 60.00
71.00 67.00
68.00  59.00
7300 6500
_7400 56,00
58.00 55.00
65.00 56.00
58.00 62.00
74.00 53.00
65.00 57.00
70.00 62.00
69.00 55.00
75.00 52.00
76.00 60.00
83.00 56.00)
69.00 82.00
62.00 64.00
55.00 58.00
5500  71.00
70.00 59.00
58.00 48.00
77.00 59.00
76.00 59.00
74.00 62.00
59.00 63.00
65.00 51.00
67.00 63.00

9/9/15 1:10 PM 9/27



Folashade PSY Data.sav

Age

40.00

130,00

40.00
33.00
32.00
30.00
30.00

3100
30.00

31.00
30.00

31.00
31.00
36.00
42.00
50.00
46.00
36.00

42.00

47.00

36.00

34.00
35.00

9080

38.00
30.00
28.00
30.00
33.00

Gender

1.00
2.00
2.00
1.00
1.00
1.00
1.00
2.00
200
2.00
1.00
2.00
2.00
2.00
2.00
1.00
1.00
1.00
1.00
1.00

- 2'00. _

2.00
2.00
1.00
1.00
1.00
1.00
2.00
1.00
1.00
2.00
1.00
2.00
100
1.00
2.00
1.00
1.00

ce ,‘
1.00

4.00

1.00
16.00
3.00
5.00
4.00
4.00
2.00
|

2.00
3.00

2.00

7.00
2.00
2.00
4.00
2.00
3.00

3.00
23.00
3.00
3.00
3.00

3.00
3.00
4.00
4.00
3.00
9.00
5.00

2.00

i LengthofSew]Ei WorkEnvironE'
| ‘ ment |

2.00
2.00
2.00
1.00
2.00
2.00
2.00

LS
3.00

3.00
2.00
1.00
2.00
2.00
2.00
1.00
2.00
3.00
3.00

100
A S

2.00

2,00

3.00
2.00
1.00
1.00
2.00
2.00
1.00
2.00
1.00

Sl

2.00
2.00
2.00

2.00

1.00

Org0001

2.00

1.00
2.00
1.00
5.00

2.00j‘ ;

2.00
1.00

2.00 _

3.00
4.00
1.00
4.00
2.00
4.00
1.00
4.00
1.00
2.00
2.00

2.00
2.00
1_00i
2.00
2.00

1.00

2.00
5.00
5.00
2.00
2.00

2.00
2.00
4.00
4.00
4.00

Org0002

1.00

2.00
2.00
4.00
200
3.00
3.00
2.00
1.00
220
4.00
2.00
100
1.00
e
4.00
1,00
2.00
1.00
2.00
300
_3.00
2,00
3.00
1.00
2.00
2,00
2.00
1.00
4.00
4.00
2.00
3.00
380
190
2.00
5.00
5.00
5.00

9/9/15 1:10 PM

10/27



Folashade pPSYy Data.sav
it S e e S

Org0003 .5‘ Org0004  Orgooos | Org0006 }f Org0007 I Org0008 J
500 200 2.00 2.00 400 200
e 4.00 450 408 4n
SoERER TS T e 400 300
5.00 1.00 300 500 500 300
2.00 5.00 1.00 5.00 500 500
2.00 400 300 © 400 400 500
4.00 3.00 3.00 5.00 400 300
5.00 4.00 4.00 4.00 3.00
400 200 3.00 4.00 Ao © 460
2.00 3.00 1.00 4.00 2.00 3.00
4.00 2.00 2.00 1.00 4.00 2.00
5.00 1.00 5.00 2.00 4.00 4.00
4.00 4.00 5.00 3.00 4.00 5.00
SR L s L GHERRE L
3.00 2.00 2.00 2.00 300 400
_ 400 2.00 3.00 R T S
5.00 4.00 3.00 2.00 4.00 4.00
4.00 3.00 3.00 100 56 o am
5.00 4.00 4.00 5.00 4.00 4.00
200 2,00 4.00 200 300 300
2,00 2,00 4.00 2.00 300 300
4.00 2.00 LR ey 2,00
3.00 3.00 3.00 4.00 3.00 5.00
5.00 1.00 5.00 5.00 5.00 1.00
5.00 2.00 4.00 4.00 4.00 4.00
4.00 2.00 3.00 LSRR T
4.00 2.00 3.00 2.00 5.00 1.00
i He 40 een i 100
5.00 4.00 300 400 400 400
5.00 3.00 3.00 4.00 400 400
4.00 2.00 3.00 4.00 4.00 3.00
1.00 4.00 2.00 Log o bng
400 200 4.00 1.00 4.00 3.00
4.00 4.00 3.00 2.00 4.00 3.00
4.00 3.00 3.00 2.00 4.00 2.00
4.00 3.00 4.00 5.00 3.00 3.00
3.00 4.00 3.00 2.00 2.00 4.00
3.00 3.00 4.00 3.00 2.00 2.00)

9/9/15 1:10 PM 11/27



Folashade PSY Data.say

| | ‘ I' .
| Orgooog [!- Org0010 - Orgoo11 | Org0012 i Org0013 | OrgOO14Jr

4.00 2.00 100 1.00 1.00 2.00
4.00 1.00 3.00 1.oq:' 1.00 1.00
5.00 2.00 2.00 2.00 2.00 3.00
1.00 5.00 1.00 1.00 4.00 4.00
5.00 4.00 5.00 1.00 5.00 1.00
5.00 5.00 500 500 400 5.00
4.00 2.00 1.00 2.00 1.00 200
5.00 4.00 5.00 4.00 5.00 5.00
4.00 2,00 2.00 2.00 4.00 2.00
4.00 2,00 1.00 2.00 1.00 1.00
4.00 4.00 3.00 I ST e 3.00
5.00 4.00 4.00 2.00 2.00 .
2.00 2.00 4.00 3.00 5.00 2.00
2.00 2.00 2.00 1.00 2.00 1.00
4.00 4.00 3.00 5.00 2.00 2.00
. 400 4.00 4.00 4.00 4.00 2.00
4.00 4.00 4.00 4.00 2.00 4.00
2.00 2.00 1.00 1.00 2.00 1.00
5.00 5.00 5.00 5.00 5.00 4.00
3.00 3.00 3.00 300 209 3.00
3.00 3.00 3.00 300 20 ' 3.00
2.00 2.00 1.00 3.00 2.00 2.00
3.00 2.00 2.00 2.00 2.00 2.00
5.00 4.00 2.00 2.00 1.00 2.00
4.00 4.00 2.00 4.00 4.00 4.00
5.00 2.00 4.00 4.00 4.00 2.00
5.00 2.00 3.00 4.00 4.00 3.00
: . . ‘ : 2.00
5.00 4.00 4.00 5.00 2.00 4.00
5.00 4.00 4.00 500 2.00 4.00
4.00 4.00 4.00 4.00 4.00 3.00
1.00 2.00 1.00 4.00 5.00 4.00
3.00 2.00 2.00 200 .00 100
3.00 2.00 4.00 4.00 400 400
4.00 4.00 3.00 4.00 4.00 3.00
4.00 5.00 5.00 4.00 15.00 5.00
4.00 5.00 5.00 4.00 5.00 5.00
2.00 5.00 5.00 408- . 4pn 4.00

9/9/15 1:10 PMm 12/27



Folashade PSY Data sav

Org0015 Org0016 Org0017 | Org0018 . Org0019 f. QOrg0020
2.00 2.00 4.00 1.00 4.00 4.00
S 4.00 100 5.00 5.00
______ seu SRR SR T e e
400 - 300 4.00 g i By
4.00 1.00 5.00 1.00 1.00 6.0
5.00 3.00 400 300 400 200
4.00 2.00 4.00 1.00 4.00 4.00
260 . 160 4.00 1.00 4.00 5.00
4.00 3.00 4.00 1.00 300 400
5.00 4.00 5.00 3.00 w00 - 1oy
2.00 4.00 2.00 4.00 2.00 2.00
. : h 1.00 1.00 5.00
4.00 2.00 5.00 4.00 4.00 4.00
3.00 4.00 4.00 1.00 1.00 4.00
4.00 2.00 3.00 2.00 2.00 5.00
_3.00 1.00 3.00 PR T e
4.00 2.00 4.00 4.00 2.00 4.00
2.00 3.00 1,00 1.00 2.00 4.00
1.00 1.00 1.00 1.00 1.00 5.00
13.00 3.00 2.00 Wi e
- 3.00 3.00 2.00 160 - 100 5.00
4.00 4.00 4.00 200 - wn -
4.00 4.00 2.00 3.00 2.00 2.00
2.00 2.00 5.00 1.00 300 300
2.00 2.00 2.00 2.00 4.00 2.00
4.00 3.00 3.00 2.00 5.00 4.00
3.00 2.00 2.00 1.00 5.00 4.00
2.00 2.00 2.00 2.00 2.00 :
5.00 2.00 3.00 1.00 2.00 - 4.00
5.00 2.00 3.00 1.00 2.00 4.00
3.00 4.00 4.00 3.00 3.00 4.00
5.00 5.00 1.00 1.00 5.00 5.00
400 400 Lo Ae i el C 36
4.00 200 308 200 409 4.00
3.00 4.00 4.00 2.00 3.00 4.00
4.00 3.00 4.00 400 300 4.00
4.00 3.00 3.00 5.00 5.00 5.00
5.00 4.00 3.00 3.00 4.00 5.00

9/9/15 1:10 PM 13127



Folashade PSY Data.say

‘ Org0021 | 0rg0022 | 0Org0023 / Org0024 J A0001 |  Att0002
4.00 1.00 1.00 4.00 4.00 2.00
3.00 4.00 4.00 L A e
3.00 4.00 5.00 2.00 800 1og
500 5.00 5.00 3.00 S0d . 1op
5.00 : " doo 500 100
5.00 3.00 2.00 300 4.00 2.00
.00 100 1.00 1.00 5.00 1.00
400 - oam 2.00 3.00 4.00 2.00
1.00 2.00 2.00 4.00 500 300
3.00 3.00 2.00 3.00 3.00 2.00
. ; . 100 Bog 1.00
3.00 2.00 4.00 4.00 400 200
4.00 2.00 3.00 2.00 500 100
500 4.00 S By e 5.00 2.00
_ 400 2.00 LR e e
4.00 3.00 2.00 2.00 4.00 4.00
4.00 2.00 4.00 3.00 5.00 12.00
1.00 1.00 4.00 4.00 5.00 1.00
3.00 2.00 4.00 2.00 5.00 1.00
3.00 2.00 4.00 2.00 5.00 1.00
3.00 3.00 3.00 4.00 5.00 2.00
5.00 1.00 5.00 3.00 5.00 1.00
500 5.00 3.00 3.00 300 400
2.00 2.00 4.00 2.00 5.00 1.00
5.00 2.00 2.00 4.00 5.00 2.00
500 100 0 i 5.00 1.00
4.00 2.00 A -k 5.00 1.00
1.00 2.00 2.00 2.00 5.00 1.00
1.00 2.00 2.00 200 500 e
4.00 3.00 3.00 3.00 4.00 2.00
4.00 5.00 5.00 . 5.00 1.00
4.00 . 2.00 4.00 5.00 1.00
3.00 2.00 4.00 4.00 4.00 1,00
3.00 3.00 4.00 3.00 5.00 1,00
5.00 4.00 4.00 4.00 5.00 2.00
3.00 4.00 4.00 4.00 5.00 1.00
5.00 3.00 4.00 4.00 5.00 1.00

9/9/15 1:10 PM 14/27



1.00
150
100
1.0
1.00
1.00
1.00
1.00
200
1.00
3.00
1.00
4.00
1.00
2.00
1.00
1.00
1.00
1.00
1.00
1.00
1.00
1.00
1.00
1.00
2.00
1.00
1.00
1.00
2.00
2.00
1.00
1.00
1.00
1.00
2.00
1.00
1,00

Att0003 |

Folashade PSY Data.sav

Att0004

4.00
1.00
200
1,00
1,00
1.00
2.00
2.00
1200
220
2.00
1.00
5.00
1.00
12.00
2.00
4.00
4.00
1.00

1.00_

1.00
2.00
2.00
2.00
1.00
1.00
1.00
1.00
2.00
2.00
2.00
1.00
1.00
2.00
1.00
1.00
1.00
1.00

J
Att0005 |

5.00
5.00
5.00
5.00
5.00
5.00
3.00

' 4.00
500

5.00
4.00
3.00
4.00
4.00
2.00
5.00
4.00
4.00

4.00

2.00
5.00
4.00
4.00
4.00
4.00
4.00

4.00_

2.00
5.00

4.00
4.00
1.00
2.00
2.00

Alt000s

1.00

5.00

200

1.00

100

4.00
5.00
5.00

A

4.00
4.00
2.00
3.00

1.00 _

4.00
2.00
3.00
2.00
1.00

i

1.00
200
5.00
2.00
2.00
2.00
2.00
4.00
3.00

3.00

4.00

1.00

1.00

200

1.00
1.00
1.00
1.00

I
Af0007 | Att0008
1.00

1.00
1.00
_ 1.0_0;
1.00

2.00

1.00
1.00
1.00
1.00
2.00
1.00
5.00
1.00
2.00
1.00
1.00
1.00

1.00 _

1.00

1.00

2.00
2.00
1.00
1.00
1.00
1.00
1.00
2.00
4.00
2.00

_1.005

2.00 :

1.00
5.00
1.00
1.00

Bl L

500

Lol
4.00

B

200
5.00

5.0

4.00
4.00

5.00
3.00
5.00
2.00

4.00
3.00
4.00
5.00
5.00

9/9/15 1:10 PM



Folashade PSY Data.sav

~ Att0009 f AH0010 | Att0011 : Att0012 ! Att0013 IJ Att0014

” 5.00 1.00 2.00 2.00 e ieaneag
SELLEEE D SRR T e
3o gam 200, apde o so0 . 00
5.00 1.00 500 500 5o  soq
3,00 3.00 400 500 5.00 4.00
5.00 3.00 400" Aol oAt 4
4.00 3.00 3.00 4.00 5.00 4.00
5.00 1.00 4.00 5.00 5.00 4.00
4.00 1.00 3.00 4.00 : 3.00
4.00 3.00 4.00 4.00 4.00 4.00
200 300 2.00 1.00 3.00 2.00
4.00 1.00 5.00 5.00 5.00 5.00
4.00 4.00 4.00 4.00 5.00 4.00
500 100 400 400 300 . 40
200 200 400 400 - - sod 500
_4.00 1.00 408 - swg e 0 T el
400 1.00 aoh 400 - tod - oo
5.00 1.00 3.00 400 5.0 3.00
5.00 1.00 5.00 4.00 4.00 5.00
4.00 1.00 4.00 4.00 4.00 1.00
4.00 1.00 400 4.00 4.00
4.00 1.00 = 2.00 3.00 4.00
5.00 1.00 3.00 5.00 5.00 3.00
4.00 2.00 3.00 4.00 : :
5.00 2.00 4.00 5.00 4.00 4.00
2.00 1.00 5.00 400 400 400
2.00 1.00 5.00 400 400 400
4.00 ] L i oAw.
5.00 2.00 4.00 300 400 400
3.00 2.00 4.00 300 400 500
3.00 2.00 2.00 3.00 3.00 3.00
5.00 1.00 3.00 5.00 500 300
400 1.00 3.00, 4.00 4.00 4.00
4.00 2.00 3.00 2.00 4.00 4.00
4.00 1.00 4.00 3.00 4.00 4.00
5.00 5.00 4.00 3.00 4.00 4.00
2.00 1.00 3.00 5.00 3.00 4.00
2.00 1.00 3.00 5.00 3.00 3.00

9/9/15 1:10 PM 16/27



Folashade PSY Data.sav

|
Att0015 | Att0016

|

l

!
|

AMO017  AOD18 | At0019 IJ Att0020
1.00 2.00 2.00 4.00 300 400
1.00 4 4.00 3.00 4.00 4.00
2.00 3.00 4,00 4.00 5.00
1.00 3.00 2.00 4.00 3.00 5.00
1.00 3.00 5.00 5.00 2.00 3.00
1.00 4.00 3.00 5.00 2.00 1.00
1.00 3.00 : . : .
1,00 4.00 4.00 5.00 4.00 5.00
1.00 3.00 4.00 400 200 4.00
3.00 3.00 4.00 200 200 300
3.00 1.00 3.00 3.00 2.00 3.00
1.00 4.00 5.00 5.00 5.00 5.00
3.00 5.00 4.00 4.00 3.00 4.00
1.00 3.00 4.00 4.00 3.00 4.00
2.00 3.00 500 400 2.00 4.00
1,00 4.00 5.00 5.00 4.00 5.00
1.00 2.00 2.00 2.00 2.00 4.00
2.00 1.00 3.00 3.00 2.00 4.00
1.00 2.00 4.00 4.00 4.00 4.00
4.00 4.00 4.00 4.00 2.00 4.00
1.00 4.00 4.00 4.00 2.00 - 4.00
2.00 3.00 2.00 2.00 200 - zoo
1.00 3.00 3.00 4.00 2.00 4.00
1.00 : ) ; : ]
1.00 4.00 4.00 4.00 4.00 5.00
2.00 4.00 4.00 4.00 4.00 - 4.00
1.00 4.00 5.00 4.00 4.00 5.00
100 : 2.00 2.00 2.00 5.00
1.00 4.00 4.00 4.00 4.00 4.00
5.00 4.00 4.00 4.00 4.00 4.00
2.00 3.00 3.00 3.00 3.00 4.00
1.00 3.00 4.00 3.00 3.00 3.00
©1.00 3.00 | 400 _ 4,00
2,00 2.00 2.00 200 2.00 2.00
1.00 3.00 3.00 4.00 3.00 4.00
4.00 4.00 3.00 4.00 3.00 4.00
1.00 1.00 3.00 4.00 3.00 4.00
1.00 1.00 3.00 4.00 3.00 5.00

9/9/16 1:10 PM



Folashade PSY Data.sav

:OrganizationaﬁAttitudetoWonl
ICommitment, k j
59.00 50.00)
56.00 63.00
34,00 132,00
41.00  44.00
41.00 43.00)
42.00 40.00
136.00 27.00
31.00 47.00

~ 36.00 33.00
3300 40.00
©34.00 28.00
10.00 50.00
43.00 48.00
31.00 40.00
39.00 42.00
3200  40.00
37.00 28.00
29.00 36.00
29.00 43.00
31.00 40.00
31.00 36.00
3600 27.00
3500  39.00
35.00 14.00
32.00 46.00
40.00 42.00
36.00 43.00
4800 2200
30.00 43.00
30.00 46.00
41.00 34.00

© 45.00 39.00
2400  32.00
4000  31.00
40.00 38.00
49.00 47.00
50.00 34.00
48.00 34.00

9/9/15 1:10 PM 18/27



Folashade PSY Data.sav

Age Gender ;LengthofSenJ;i WorkEnviron:Ei Org0001 i Org0002
b woistmiit: MR TU S, o e
28.00 2.00 : 1.00 2.00 2.00
%01 dbs oA 3.00 5.00
e 200 - 200 208 29
3200 1.00 2.00 aol. a0l oo
. 2.00 2.00 1.00 1.00 200
30.00 1.00 00 % 200 08 o400
40.00 2.00 3.00 2.00 2.00 4.00
28.00 2.00 2.00 1.00 4.00 5.00
29.00 1.00 3.00 1.00 1.00 1.00
33.00 2.00 3.00 3.00 100 - 100
' 35.00 2.00 90 - o 200 400
29.00 1.00 7.00 2.00 4.00 4.00
31.00 2.00 8.00 1.00 400 400
39.00 1.00 9.00 2.00 4.00 4.00
30.00 1.00 4.00 1.00 4.00 2.00
41.00 1.00 1000 200 400 500
42.00 1.00 5.00 200 4.00 5.00
28.00 1.00 10.00 1.00 4.00 3.00
32.00 2.00 3.00 3.00 2.00 2.00
39.00 1.00 8.00 1.00 2.00 4.00
35.00 2.00 8.00 1.00 4.00 4.00
52.00 1,00 28.00 3.00 3.00 5.00)
40.00 1.00 4.00 2.00 4.00 5.00
37.00 1.00 8.00 1.00 4.00 4.00

9/9/15 1:10 PM 19/27



Folashade PSY Data.sav

~ Orgooos } Org0004  Orgdo0s |  Org000S | Org0007 | Orgoo0s
| 5.00 1.00 5.00 2.00 200 200
500 200 2.00 4.00 3.00 4.00
400 2,00 100 400 400 3.00)
5.00 2.00 3.00 200 400 300
5.00 ‘ 4.00 5.00 4.00 3.00
2.00 4.00 300 ' - 500 100 © 400
2.00 4.00 3.00 2.00 1.00 4.00
400 . 500 400 = 800 4.06i e
ECECEET SeaT S i e
1.00 1.00 1.00 1.00 1.00 1.00
2.00 4.00 3.00 2.00 1.00 4.00
. 3.00 1.00 800 - Sba- 50
3.00 1.00 2.00 2.00 5.00 5.00
5.00 3.00 3.00 3.00 5.00 5.00
. 3.00 1.00 2.00 2.00 5.00
400 4.00 4.00 4.00 1.00 2,00
4.00 4.00 4.00 4.00 1.00 2.00
4.00 . 4.00 2.00 4.00 5.00
5.00 2.00 4.00 BOD ot 4.00
5.00 2.00 2.00 2.00 5.00 5.00
5.00 2.00 2.00 2o o cse0 o zoo
L BOd - 2 1.00 400 400 500
- 4.00 4.00 400 Tl
5.00 4.00 2,00 2.00 ) 2.00

9/9/16 1:10 PM 20727



Folashade PSY Data.sav

T T |
T ‘ Org0009 !II Org0010 l Org0011 l' Org0012 I Org0013 E Org0014
5.00 5.00 4.00 4.00 5.00 5.00
4.00 3.00 4.00 3.00 1.00 1.00
3.00 1.00 1.00 100 100 100
2.00 2.00 4.00 4.00 4.00 4.00
2.00 2.00 2,00 2.00 2.00 4.00
2.00 5.00 500 ' 500 500 500
3.00 5.00 5.00 5.00 5.00 4,00
4.00 5.00 5.00 4.00 4.00 5.00
500 500 400 Ao .o 800 0 a00
2.00 5.00 4.00 4.00 500 400
2.00 5.00 5.00 5.00 5.00 5.00
5.00 1,00 400 @00 A00 o - 300
5.00 1.00 4.00 4.00 1.00 2.00
5.00 5.00 5.00 5.00 5.00 5.00
5.00 1.00 4.00 4.00 1.00 3.00
_4.00 4.00 4.00 4.00 2.00 2.00
4.00 4.00 4.00 4.00 2.00 2.00
3.00 4.00 3.00 3.00 5.00 500
4.00 4.00 5.00 5.00 200 200
5.00 5.00 5.00 5.00 500 500
5.00 4.00 5.00 500 500 500
500  1.00 4.00 4.00 2.00 4.00
400 4.00 4.00 4.00 2.00 2.00
'5.00 4.00 5.00 500 5.00 5.00

9/9/15 1:10 PM 21127



Folashade PSY Data.sav

OrgOO15i 0Org0016 Org0017 Org0018 | Org0019 OrgQOZO

2.00 2.00 2.00 4.00 4.00 5.00
A 4.00 400 100 5.00 5.00
- e
400 100 3.00 1.00 4.00 2.00

5.00 1.00 2.00 1.00 2.00 2.00

3.00 4.00 4.00 1.00 2.00 3.00

5.00 5.00 4.00 3.00 4.00 4.00

""" ~ 4.00 3.00 2.00 3.00 3.00 4.00
4.00 5.00 3.00 2.00 2.00 3.00

3.00 4.00 4.00 1.00 3.00 2.00

5.00 2.00 4.00 100 2.00 4.00

5.00 2.00 4.00 1.00 2.00 4.00

5.00 2.00 5.00 2.00 4.00 5.00

5.00 2.00 4.00 100 200 400
400 100 4.00 1.00 h 5.00
4.00 1.00 4.00 1.00 LR

3.00 3.00 5.00 5.00 200 500

4.00 4.00 4.00 2.00 2,00 4.00

5.00 2.00 2.00 200 400 500

5.00 100 200 100 400 500

5.00 13.00 4.00 1.00 5.00 4.00

4.00 1.00 4.00 5.00 1.00 4.00

5.00 2.00 1.00 1,00 4.00 5.00

9/9/15 1:10 PM 22127



Folashade PSY Data.sav

T T T T T
| Org0o21 | Org0o22  Org0023 | Orgoo2e4 ! At0001 ! Att0002
4.00 5.00 5.00 5 5.00 1.00
1.00 1.00 1.00 4.00 400 100
1.00 1.00 1ol - EpE S E00 3.00
5.00 2.00 3.00 2.00 5.00 4.00
2.00 2.00 200 - Apo . :
5.00 4.00 5.00 4.00 so0 0
4.00 5.00 5.00 5.00 5.00 1.00
3.00 4.00 3.00 4.00 5.00 1,00
4.00 5.00 4.00 5.00 5.00 5.00
©3.00 3.00 3.00 400 . 500 500
- 5.00 4.00 5.00 4.00 5.00 1.00
5.00 1.00 3.00 1.00 5.00 1.00
5.00 1.00 2.00 1.00 500  1.00
2.00 4.00 4.00 2.00 400  2.00
5.00 1,00 300  1.00 5.00 1.00
- 1.00 4.00 4.00 2.00 5.00 ' 1.00
1.00 4.00 4.00 2.00 5.00 1,00
4.00 1.00 5.00 3.00 5.00 5.00
4.00 4.00 4.00 2.00 4.00 3.00
2.00 4.00 400 2.00 4.00 2.00
2.00 4.00 4.00 200 500 11.00
5,00 3.00 400 200 5.00 3.00
4.00 3.00 300 200 500 1.0
4.00 5.00 4.00 2.00 5.00 1.00

9/9/15 1:10 PM 23127



Folashade PSY Data.sav

| AH0003 | Att0004 Att0005 | Att0006 | Att0007 Att0008

~
o o LA
~

L~

e I B SIS (R BE T S L R
B RE S BES IRV IS T
-~

e M e 0 (s e, g o o

1,00 1.00 T R e T
B3 . 100 1.00 408 00 100
5.00 500  4.00 400 - 408 < sbo
©1.00 1.00 5.00 1.00 1.00 3.00
1.00 2.00 4.00 2.00 1.00 5.00
1.00 2.00 4.00 2.00 1.00 5.00
208 @00 . 4od 200 gpd 4o
toa . R08 o dod o Je - e
1.00 2.00 400 400 oy 0 B
1.00 2.00 4.00 400~ 100 100
5.00 3.00 4.00 2.00 4.00 5.00
4.00 4.00 4.00 200 - 200 4.00
200 200 400 200 200 400

1.00 2.00 4.00 400 1.00 5.00
2.00 2.00 2.00 4.00 2.00 4.00

9/9/15 1:10 PM 24/27



Folashade PSY Data.sav

| Att0009 |‘ Att0010 |

4.00 4.00 400 4.03_ e s S
108 - 440 sod . aod - - sop
5.00 - 1.00 5.00 5.00 4.00

| |
At0011 | Att0012 | - Att0013 i Att0014

5.00 5.00 300 100 3.00 3.00
4.00 5.00 5.00 3.00 1.00 3.00
5.00 4.00 4.00 5.00 5.00 4.00
2.00 4.00 4.00 5.00 5.00 4.00
3.00 400 4.00 4.00 300 400
5.00 5.00 3.00 1.00 3.00 3.00
4.00 2.00 5.00 2.00 400  4.00
4.00 2.00 500 200 400 400
4.00 200 4oy d0d - amy 4w
dod ool Bm e ol e
5.00 1.00 4.00 4.00 Agy -
500 5.00 100 aed A 5.00
4.00 5.00 5.00 1.00 5.00 3.00
5.00 2.00 4.00 4.00 4.00 4.00
4.00 2.00 4.00 4.00 4.00 4,00
4.00 1.00 4.00 4.00 4.00 4.00
4.00 3.00 5.00 4.00 5od. 400
5.00 1.00 4.00 4.00 4.00 5.00
4.00 1.00 4.00 4.00 4.00 4.00

9/9/15 1:10 PM 25/27



Folashade PSY Data.sav

i AHOOTS | AHOD1S  A0017 - Ato018 ’ A0019 | Al0020
4.00 4.00 2.00 4.00 4.00 4.00
1.00 3.00 | J :
1.00 3.00 3.00 300 300 500
1.00 ‘ ; . 4.00
: : 4.00 5.00 3.00 5.00
1.00 5.00 300 ° 300 500 500
200 4.00 2.00 2.00 500 500
3.00 5.00 5.00 400 500 5.00
LB L e 5.00 300 400 400
TEE T e T e
1.00 5.00 3.00 300 500 5.00
100 3.00 400 200 200 300
1.00 3.00 4.00 3.00 3.00 4.00
2,00 4.00 3.00 4.00 400 400
1.00 3.00 5.00 2.00 2.00 3.00
100 4.00 2.00 P SR 1 e
1.00 4.00 2.00 4.00 5.00 4.00
5.00 2.00 4.00 3.00 - 5.00 5.00
2.00 4.00 5.00 5.00 5.00 5.00
2,00 4.00 3.00 4.00 4.00 4.00
1.00 5.00 3.00 400 400 500
1.00 3.00 3.00 408 - 300 4p
1.00 400 2.00 400 500 400
1.00 5.00 3.00 500  4.00 5.0

9/9/15 1:10 PM 26/27



Folashade PSY Data.sav

T

OrganizationT,AttitudetoWon
ICommitment) k|
* 43.00 42.00
. 27.00
3300
30.00
17.00
42.00
41.00
54.00
42.00
49.00
42.00
36.00
39.00
43.00
36.00
43.00
44.00
47.00
49.00
43.00
43.00
43.00
43.00
44.00,

9/9/15 1:10 PM 27127



