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INTRODUCTION  
According to Shafiq and Naseem (2011), a poorly designed reward package provided by an 
organiza on may result to employee job dissa sfac on and low mo va on and morale. Thus, the 
unsa sfactory environment frequently results in decreased produc vity which will then disrupt 
the level of performance and employee morale (Quible, 2005). In rela on, inferior quality of 
psychological factor of people may affect lower produc vity in comple ng a task. Comparably, 
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Abstract: This study inves gated the rela onship between affec ve commitment and employee job 
sa sfac on of supermarkets in Port Harcourt, Nigeria. The study adopted the cross-sec onal survey in its 
inves ga on of the variables. Primary source of data was generated through self- administered 
ques onnaire. The popula on of the study was one hundred and fi y-six (156) employees drawn from 10 
selected supermarkets. A sample of one hundred and twelve (112) respondents was determined using the 
Taro Yamane’s formula for sample size determina on. The reliability of the instrument was achieved by the 
use of the Cronbach Alpha coefficient with all the items scoring above 0.70. Data generated were analyzed 
and presented using both descrip ve and inferen al sta s cal techniques. The hypotheses were tested 
using the Spearman’s Rank Order Correla on Sta s cs. The tests were carried out at a 95% confidence 
interval and a 0.05 level of significance. Empirical findings revealed that affec ve commitment posi vely 
and significantly influences employee job sa sfac on of supermarkets in Port Harcourt, Nigeria. The study 
recommends that management of supermarkets in conjunc on with the owners should ensure that there 
is periodic review of employee needs to facilitate improvement in quality of work life and rise in the 
sa sfac on level of employee in supermarkets.  

Keywords:  Affec ve Commitment, Job Sa sfac on, Affec ve Job Sa sfac on, Cogni ve Job Sa sfac on  
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unse led state of employee psychological readiness may result in lower produc vity, higher 
absenteeism, and tardiness. Hence, no ma er how good is the physical environment of the 
worksta on provided by an organiza on, employees s ll cannot deliver the best effort if there 
exists a feeling of unhappiness.   
In stressing the importance of employees in any organiza on, the opinion that today when most 
business organiza ons including supermarkets are passionate about total quality management 
(TQM) in order to stay ahead of compe on, very few organiza ons realize that their most 
precious assets are their employees. It is very surprising that most organiza ons cannot have 
efficient human resource management units that can func on so well as to sa sfy their 
employees with enabling working environment such as working tools, employer/employee 
rela onship management, acceptable working condi ons among others, and such has 
contributed in serious employees' exit or turnover. Employees' job sa sfac on is an important 
factor in any work setup. It may probably affect produc vity directly or indirectly through 
employees' burnout, absenteeism, apathy and turnover, all of which can lead to lack of work 
con nuity. When this happens without a firm grip of the crises and its solu on, organiza on 
crashes. 

Employees should be made to be sa sfied with their job so that the organiza onal turnover rate 
should be reduced and cost on manpower selec on and training should be reduced also. 
Organiza onal commitment in recent years has become an important concept in the field of 
organiza onal research and in the understanding of employees’ behavior in workplace. It reflects 
the extent to which employees iden fy with an organiza on and are commi ed to its goal. There 
is no gain saying that no organiza on in today’s compe ve world can perform at peak levels 
unless each employee is commi ed to organiza on’s objec ves and works as effec ve team 
members. In explaining the significance of organiza onal commitment, Meyer and Allen, (1991) 
cited in Dorgham, (2012) developed a  three-component model of commitment which  dominates 
organiza onal commitment research this  model propose that organiza onal commitment is 
experienced by the employee as three simultaneous mindset encompassing affec ve, norma ve, 
and con nuance organiza onal commitment. Therefore the present study will examine the 
consequences of affec ve commitment on employee job sa sfac on of supermarkets in Port 
Harcourt.  

This study was also be guided by the following research ques ons: 

1. To what extent does affective commitment relate with employee affective job satisfaction of 
supermarkets in Port-Harcourt? 

2. To what extent does affective commitment relate with employee cognitive job satisfaction of 
supermarkets in Port-Harcourt. 
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LITERATURE REVIEW  

Theore cal Framework 

Affec ve Event Theory 
According to Thompson and Phua (2001) the affec ve event theory was developed by 
Psychologist Howard M. Weiss and Russell Cropanzano to explain how emo ons and moods 
influence job sa sfac on. The theory explains the linkages between employee’s internal 
influences - cogni ons, emo ons, mental states and their reac ons to incidents that occur in their 
work environment that affect their performance, organiza onal commitment, and job sa sfac on 
(Wegge, Van Dick, Fisher, West & Dawson, 2006). The theory further proposes that affec ve work 
behaviours are explained by employee mood and emo ons, while cogni ve-based behaviours are 
the best predictors of job sa sfac on. In addi on, the affec ve events theory emphasized that 
posi ve-inducing and nega ve-inducing emo onal incidents at work are dis nguishable and have 
a significant psychological impact upon workers job sa sfac on.  This resulted in las ng internal 
and external affec ve reac ons exhibited through job performance, job sa sfac on and 
organiza onal commitment. Rolland and De Fruyt (2003) research findings on personality in 
support of affec ve events theory shows that there are a number of factors that influence the 
theory.  

Affec ve Commitment (AC)  

According to Meyer & Allen (1991) affec ve commitment refers to the employee’s emo onal 
a achment to iden fica on with, and involvement in the organiza on based on posi ve feelings, 
or emo ons, toward the organiza on. The antecedent for affec ve commitment include 
perceived job characteris c where there is task autonomy, task significance, task iden ty, skill 
variety and supervisory feedback, organiza onal dependability that mean extent to which 
employees feel the organiza on can be counted on to look a er their interest, and perceived 
par cipatory management that they can influence decisions on the work environment and other 
uses of concern to them (Madiet al, 2012). They further asserted that the use of these 
antecedents is consistent with the findings by Rowden (2002) that these factors all create 
rewarding situa ons, intrinsically conducive to development of affec ve commitment. 

Also, Meyer and Herscovitch (2001) argued that the primary basis for the development of 
affec ve commitment is personal involvement, iden fica on with the relevant target, and value 
congruence (Meyer, et’ al, 2004).  As a result of the above view of Meyer and Herscovitch (2001), 
which states that when there is a high level of affec ve commitment, employees will be willing to 
remain in that organiza on, otherwise the reverse will be displayed.  It has also been seen in the 
view of Bal, et’al, (2014) that affec ve commitment reflects an emo onal a achment and 
involvement in the organiza on.  But earlier, Alien and Meyer (1991) defined affec ve component 
as an emo onal a achment to the organiza on via iden fica on, involvement and enjoyed 
membership.  It has also been said that affec ve commitment shows commitment that depends 
on emo onal es the employee develops with the organiza on through work experiences that 
are posi oned. The ‘work experience relates to the boss-driven development as a dimension in 
management development. 
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Concept of Job Sa sfac on  

It is a general understanding that job sa sfac on is an a tude towards job. In other words job 
sa sfac on is an affec ve or emo onal response toward various facets of one’s job. A person with 
a high level of job sa sfac on holds posi ve a tudes towards his or her job, while a person who 
is dissa sfied with his or her job holds nega ve a tudes about the job. A pleasurable or posi ve 
emo onal state resul ng from the appraisal of one’s job and job experience. Job sa sfac on is a 
result of employees’ percep on of how well their job provides those things which are viewed as 
important. Job sa sfac on is also defined as reintegra on of affect produced by individual’s 
percep on of fulfilment of his needs in rela on to his work and the surrounding it (Saiyaden, 
1993).  Organ and Hammer (1991) pointed out that job sa sfac on represents a complex 
assemblage of cogni on, emo on and tendencies. 

Brief and Weiss (2002) suggested that employee reports of affect at work can be used to measure 
job sa sfac on and that affec ve experiences while on the job are also a cause of job sa sfac on. 
In other words, employee job sa sfac on is the affec ve state of employees regarding mul ple 
facets of their jobs (Brown & Peterson, 1993). Job sa sfac on comprises employee feelings 
regarding mul ple aspects of the job. There is also a cogni ve component to job sa sfac on 
(Organ & Near, 1985). This cogni ve component is made up of judgments and beliefs about the 
job whereas the affec ve component comprises feelings and emo ons associated with the job. 
Job sa sfac on is also believed to be disposi onal in nature. This disposi onal viewpoint assumes 
that measuring personal characteris cs can aid in the predic on of job sa sfac on (Staw & Ross, 
1985).  

Measures of Job Sa sfac on 

Affec ve Job Sa sfac on  

One of the increases or key indicators of employee job sa sfac on is affec ve. The affec ve 
component of a tudes accounts for the feelings or emo ons employee associate with their jobs 
or a tude object as well as the valence of those feelings (Bagozzi, 1978). Posi ve affec ve (PA) 
reflects the extent to which a person feels enthusias c, ac ve, and alert. (Watson, Clark, 
&Tellegen, 1988). It is some mes described as enjoying life and feeling fully engaged (Weiss 
&Cropanzo, 1996). High PA individuals tend to be extroverted, outgoing, and energe c (Yik & 
Russell, 2001). Not surprisingly, these individuals also display more social behavior (Watson et al., 
1988) as PA has been linked to extroversion (Watson et al., 1988). Individuals high in PA also tend 
to be more sa sfied with work and life in general as well as being sensi ve to the frequency of 
rewards, sugges ng they may orient towards the posi ve aspects of life (Watson et al., 1988).  

Cogni ve Sa sfac on  

Cogni ve is a major indicator or sub-variable of employee job sa sfac on. While affec ve is an 
important part of job sa sfac on, cogni ons play a significant role as well. Cogni ons are o en 
characterized as the content of thoughts or beliefs about an a tude object or statement of fact 
in ques on, usually in comparison to a standard or expecta on (Bagozzi, 1978; Weiss, 2002b; 
Weiss & Cropanzano, 1996). For example, if an employee expects a certain level of autonomy in 
the way he/she works and is being micromanaged, the discrepancy between expected and 
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perceived autonomy may lead to thoughts of dissa sfac on. They may be thought of as the 
ra onal, calcula ng part of a tudes that rely on unemo onal comparisons (Hulin& Judge, 2003). 
What do we know about cogni ve is that it helps to develop a tudes as a func on of assessable 
informa on (Salancik & Pfeffer, 1978). Salient (easily accessible) informa on has the biggest 
influence in decision-making (Salancik & Pfeffer, 1978), which may minimize the role of cogni on, 
as it tends to be slightly less accessible than affect (Zajonc, 1980).  

 

Rela onship between Organiza onal Commitment and Job Sa sfac on 
Studies have shown that the consequences of organiza onal commitment and job sa sfac on 
include absenteeism, tardiness and turnover (Mowday, Porter & Steers, 1982; Lambert and 
Hogan, 2009). Employees with low commitment levels and who are dissa sfied with their jobs 
are expected to report high turnover rates, absenteeism and poor job performance. Employee 
turnover is costly to organiza ons, in terms of recruitment and selec on costs, training of new 
employees, loss of the performance and exper se of skilled employees, and difficulty in a rac ng 
new employees if the reasons for the departure of former employees are such as to make others 
unwilling to work for the organiza on (Lambert and Hogan, 2009). 

As a result, the organiza on incurs the indirect costs of turnover which include increased use of 
inexperienced and/or red staff, insufficient staffing resul ng in decreased quality of services 
provided, decreased morale and loss of recrui ng, training and socialisa on investments. On the 
other hand, employee turnover can also provide posi ve changes in the organiza on through the 
crea on of promo on opportuni es, re-organiza on and restructuring of repor ng lines and 
decision- making, and the infusion of new people with new ideas (Al-Omari, Qablan and 
Khasawneh, 2008). 
 
Studies have found that organiza onal commitment and job sa sfac on are inverselyrelated to 
turnover inten ons (Mowday et al., 1979; Igbaria and Guimaraes, 1999; Meyer and Herscovitch, 
2001). Employees, who are highly commi ed to their organiza ons and iden fy with the goals of 
the organiza on, have li le reason to want to leave. Similarly, employees who have rewarding, 
meaningful and enjoyable jobs are less likely to quit as compared to employees who dislike their 
jobs. Mathieu and Zajac (1990) found that a tudinal commitment had a stronger nega ve 
correla on with inten ons to leave than with calcula ve commitment. Karsh, Bookse and Sainfort 
(2005) found that turnover inten ons had strong nega ve correla ons with organiza onal 
iden fica on, intrinsic job sa sfac on and extrinsic job sa sfac on. Igbaria and Guimaraes (1999) 
reported that employees who have insufficient informa on to perform their jobs adequately, 
unclear expecta ons of peers, ambiguity of performance evalua on methods, extensive job 
pressures and lack of consensus on job func ons or du es among peers, supervisors and 
customers, may feel less sa sfied with their jobs, less commi ed to the organiza on and have a 
high propensity to quit their organiza ons. 
 
From the foregoing therefore, the study hypothesized thus: 



Interna onal Academy Journal of Management, Marke ng & Entrepreneurial Studies 

arcnjournals@gmail.com                                                                                                                 84 | P a g e  
 

H01: There is no significant rela onship between affec ve commitment and employee affec ve 
job sa sfac on of supermarkets in Port-Harcourt. 

H02: There is no significant rela onship between affec ve commitment and employee norma ve 
job sa sfac on of supermarkets in Port-Harcourt. 

 

  

 

 

 

 

 

 

Fig.1 Opera onal framework for the hypothesized rela onship between con nuance 
commitment and job sa sfac on 

Source: Desk Research (2023) 

METHODOLOGY  

The study adopted the cross-sec onal survey in its inves ga on of the variables. Primary source 
of data was generated through self- administered ques onnaire. The popula on of the study was 
one hundred and fi y-six (156) employees drawn from 10 selected supermarkets. A sample of 
one hundred and twelve (112) respondents was determined using the Taro Yamane’s formula for 
sample size determina on. The reliability of the instrument was achieved by the use of the 
Cronbach Alpha coefficient with all the items scoring above 0.70. Data generated were analyzed 
and presented using both descrip ve and inferen al sta s cal techniques. The hypotheses were 
tested using the Spearman’s Rank Order Correla on Sta s cs. The tests were carried out at a 95% 
confidence interval and a 0.05 level of significance. The reliability is shown below: 

Table 1: Reliability Scores 

S/No Dimensions/Measures of the 
study variable 

Number 
of items 

Number 
of cases 

Cronbach’s 
Alpha 

1 Affective Commitment 4 102 0.887 

2. Employee Affective Job 
Satisfaction 

4 102 0.871 

3 Employee Normative Job 
Satisfaction 

4 102 0.893 

4. Organizational Culture 4 102 0.861 
Source: SPSS Output (2023) 

Affective 
Commitment 

Job Satisfaction 

Affective Job 
Satisfaction  

Cognitive Job 
Satisfaction 
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RESULTS AND INTERPRETATIONS 

Data analysis was carried out using the Spearman rank order correla on tool at a 95% confidence 
level. A level of significance 0.05 is adopted as a criterion for the probability of accep ng the null 
hypothesis in (p> 0.05) or rejec ng the null hypothesis in (p <0.05).
 
Table 2: Correla ons for Affec ve Commitment and the Measures of Employee Job Sa sfac on. 

 
Affec ve 

Commitment 
Affec ve 

Job Sa sfac on 
Norma ve 

Job Sa sfac on 
Spearman's 
rho 

Affec ve Commitment Correla on 
Coefficient 1.000 .955** .910** 

Sig. (2-tailed) . .000 .000 
N 102 102 102 

Affec ve Job Sa sfac on Correla on 
Coefficient 

.955** 1.000 .856** 

Sig. (2-tailed) .000 . .000 
N 102 102 102 

Norma ve Job Sa sfac on Correla on 
Coefficient 

.910** .856** 1.000 

Sig. (2-tailed) .000 .000 . 
N 102 102 102 

**. Correla on is significant at the 0.01 level (2-tailed). 
 
Ho1:  There is no significant rela onship between affec ve commitment and affec ve job 

sa sfac on in employees of supermarkets in Port Harcourt. 
Table 2 shows a Spearman’s correla on coefficient (rho) of 0.955 which indicates a posi ve very 
strong rela onship between affec ve commitment and affec ve job sa sfac on.  Similarly 
displayed in Table 2 is the sta s cal test of significance (p - value), which makes possible the 
generaliza on of our findings to the study popula on. From the result obtained the probability 
value is (0.000) < (0.05) level of significance; hence the researcher rejects the null hypothesis and 
concludes that there is a significant rela onship between affec ve commitment and affec ve job 
sa sfac on in employees of supermarkets in Port Harcourt. 
 
Ho2: There is no significant rela onship between affec ve commitment and norma ve job 

sa sfac on in employees of supermarkets in Port Harcourt.  
 
Table 2 shows a Spearman’s correla on coefficient (rho) of 0.910 which indicates a posi ve very 
strong rela onship between affec ve commitment and norma ve j job sa sfac on. Similarly 
displayed in Table 2 is the sta s cal test of significance (p - value), which makes possible the 
generaliza on of our findings to the study popula on. From the result obtained the probability 
value is (0.000) < (0.05) level of significance; hence the researcher rejects the null hypothesis and 
concludes that there is a significant rela onship between affec ve commitment and norma ve 
job sa sfac on in employees of supermarkets in Port Harcourt. 
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DISCUSSION OF FINDINGS 
The findings revealed there is a significant posi ve rela onship between affec ve commitment 
and each of the measures of employee job sa sfac on.  Therefore, this suggests that a significant 
and posi ve rela onship exists between Affec ve commitment and affec ve job sa sfac on and 
norma ve job sa sfac on. Hence, the null hypotheses were hereby rejected. This implies that 
when organiza on gets commi ed to its employee emo onally it brings about a sense of 
sa sfac on within the place of work to the employee. This finding deviates from the results 
obtained in Bookse and Sainfort (2005) found that turnover inten ons had strong nega ve 
correla ons with organiza onal iden fica on, intrinsic job sa sfac on and extrinsic job 
sa sfac on. However, it did show that an organiza onal commitment can lead to be er employee 
job sa sfac on. 
 
In their study, Patrick and Sonia (2012) explored the measures of employee job sa sfac on and 
their correla on with affec ve commitment. Job sa sfac on can be measured through various 
factors such as pay, promo on opportuni es, job security, supervisor support, and work-life 
balance. These factors are essen al in determining an employee's level of contentment and 
happiness with their job. Affec ve commitment, on the other hand, refers to an employee's 
emo onal a achment and loyalty towards their organiza on. The study reveals a strong posi ve 
correla on between job sa sfac on and affec ve commitment. When employees are sa sfied 
with their jobs, they are more likely to develop a sense of commitment and dedica on towards 
their organiza on. This correla on is important for organiza ons to understand, as it highlights 
the significance of crea ng a posi ve work environment and implemen ng strategies to enhance 
employee sa sfac on. By recognizing and addressing the factors that contribute to job 
sa sfac on, companies can foster a sense of commitment and loyalty among their employees, 
leading to increased produc vity and overall organiza onal success (Patrick & Sonia, 2012). 
CONCLUSION AND RECOMMENDATION 
The importance of employees in any organiza on is of the opinion that today when most business 
organiza ons including supermarkets are passionate about total quality management in order to 
stay ahead of compe on; very few organiza ons realize that their most precious assets are their 
employees. The need for affec ve commitment in achieving job sa sfac on is very obvious. The 
study concludes that a significant posi ve rela onship exists between affec ve commitment and 
job sa sfac on.   
 Therefore, the study recommends that management of supermarkets in conjunc on with the 
owners should ensure that there is periodic review of employee needs to facilitate improvement 
in quality of work life and rise in the sa sfac on level of employee in supermarkets. This should 
require adop ng affec ve and norma ve job sa sfac on concepts into comprehensive efforts to 
improve the commitment of the management. 
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