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ABSTRACT
The study to determine the relationship between employee commitment and organizational
performance in selected manufacturing companies was guided by three objectives that
included assess the effect of affective commitment on performance, effect of continuance
commitment on performance examine the normative commitment on performance selected
manufacturing companies . The study adopted a descriptive correlation survey design under
quantitative and qualitative approaches. The data was acquired using the research
questionnaire and interview guide and the returned questionnaires were 221. The findings
revealed that affective commitment affect performance of the Universities by 13.4% of the
respondents. Continuance commitment affected performance by 6.9% implving that other
factors play much in affecting the performance while normative commitment has a 0.7%
effect on performance of the selected manufacturing companies . The researcher concludes
that on the first objective established that affective commitment of the employees in the
organizations was inadequate quite below the required standards. The means and parameters
set all were found insufficient though the effect for performance was positive it was not
paramount further implying limited concerns for the performance of the organizations. The
second research objectives concluded that continuance commitment among the employees in
the selected manufacturing companies was not sufficiently prevailing. the effect of this
commitment on organizational performance of selected manufacturing companies was found
positive though not very important meaning that other factors account more to pertormance
selected manufacturing companies under the study. The third objective preseated and
attained results showing that the normatively was found unsatisfactory implving that many
respondents clearly showed that normative commitment has a great effect on performance.
The researcher concluded that the level of normative commitment does not have a strong
bearing on organizational performance in the selected manufacturing companies.The
researcher recommends that organizations prepare a comprehensive and integrated system of
performance management for building the employee commitment. Training and development
programs should be designed in such way that they enable employees, enhancing ot employee
commitment is vital for effective functioning of an organization, and to make the organization
grow and expand at a faster pace, Values alignment and identification is central to every
conceptualization of employee commitment and the organization must exhibit a high level of
commitment to its employees. If emplovees are concerned about losing their jobs. there is

very little likelihood of high level of employees’ commitment.
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CHAPTER ONE

INTRODUCTION
[.0 Introduction

his chapter presents background of the study, statement of the problem, purpose of the study
bjectives, research questions, hypothesis, and scope, significance of the study and operational

lefinitions of key terms.

l.1 Background of the Study
[his chapter presents historical perspective. theoretical prospective. conceptual perspective and

:ontextual perspective.

.1.1 Historical Perspective

n the past. employee commitment has concentrated on individuals™ affective attachment to the
yrganization. even though it has a number of facets that influence organizational outcomes.
vleyer and Allen propose that Three components of commitment: affective (wanting to stay with
1 organization as a result of the “emotional attachment to, identification with and involvement
n the organization”, normative (feeling a moral obligation to stay with the organization) and
ontinuance (“feeling stuck™ and staying because it is too costly to leave) can develop from the
vay HRM practices are perceived. Commitment is a construct that seeks to explain consistencies
nvolving attitudes, beliefs and behavior and involves behavioral choices and implies a rejection

f feasible alternative courses of action™ (Hulin. 1991. p.488).

‘hus, these consistencies are usually seen as behavioral choices devoted to the pursuit of a
ommon goal or goals (Hulin, 1991). Meyer and Allen (1997) have found that employee
ommitment consists of affective, continuance, and normative commitment. Affective
ommitment shows the extent to which the individual identifies with the organization
identification, involvement, and emotional attachment).Normative commitment described the
xtent to which an employee believes he/she should be committed to an organization and may be
nfluenced by social norms. Continuance commitment describes an individual's need to continue
vorking for the organization based on the perceived costs associated with leaving (Allen and
Aeyer, 1990; Meyer and Allen, 1991, 1997). These three dimensions suggest that people stay

vith their organization because they want to (affective commitment); because they feel thev




»ught to (normative commitment); and because they need to (continuance commitment).Meyer
ind Allen (1991) have found these are components of commitment can be experienced

simultaneously to varying degrees.

[he construct of employee commitment has been conceptualized in a variety of fashions. The
oulk of research related to can be viewed in terms of attitudinal versus behavioral
ronceptualizations. Porter etal. (1974) defined employee commitment as “the relative strength of
i individual’s identification with and involvement in a particular organization™ (Porter et
11..1974). Meyer and Allen (1984) later used the term affective commitment (AC) to describe an
'mployee’s emotional attachment to an organization because of a belief and identification with
he organization’s goals. The concept of employee commitment has been treated asa variable of
nterest in its own right and a variety of definitions and measures have been proposed
Mowdayetal., 1982; Meyer et al., 1998). The concept has attracted more attention recently from
yrganizational scientists, perhaps due to changes taking place in employment practices that have
wisen from the international employment marketplace and increased alternatives for skilied

‘mployees in a global economy (Sullivan andArthur, 2006).

“mployee commitment has received a great deal of attention from organizational behaviorists
e.g. Allen andMeyer, 1990; Mowday, 1998). In sales and marketing it is considered an
mportant central construct in understanding salesperson behavior (Brown and Peterson. 1993.
singh etal.. 1996). By understanding commitment. practitioners will be in a better position to
inticipate the impact of a particular policy or practice on the organization (Meyerand Allen.
1997: Bergmann et al., 2000). Employee commitment is subjective measure that captures
:mployees’ perceptions of their identification with their organizations’ core values. their intent to
stay with their organization, and their willingness to exert more effort than expected by their
wganization (Mowdayet al., 1979). Continuance commitment refers 10 the commitment
>mployees experience towards the organization because of investments they have made or
secause of the costs associated with leaving the organization (Dipboyeet) al..1994)Mathieu and
Zajac. 1990). This form of commitment develops when employees realize that they have
iccumulated investments they would lose if they left the organization or because their
\lternatives are limited. The difference between affective commitment and continuance

:ommitment is that employees high in affective commitment stay with the organization because

o




hey want to, while employees high in continuance commitment stay because they have to
Meyer et al., 1990). Meyer and Allen (1991) have identified a third dimension of employec
:ommitment, which they describe as normative commitment. This form of commitment concerns
1 feeling of (moral) obligation to remain in the organization. What these three dimensions have
n common is that they all indicate the extent to which employees are willing to remain in an
wgenization. Employee commitment is essential for reaching such challenging goals (Klein et
il.. 1999) as these goals require more effort and typically have lower chances of success than are

:asy goals (Latham, 2007).

n Africa there was a study investigated in Nigeria by Osa and Amos. 2014 the impact of
:mployee commitment on organizational performance that results employee commitment has
significant impact on organizational performance and as such improves organizational
serformance and effectiveness. Employee commitment to their organization is significant to
yrganization performance, which manifest in employees skills. performance and devotion to duty
;0 as to fulfill the set organizational goals and objectives. Organization motivational measure
such as increases in salary and wages, bonus housing, transport etc will have significant effect on
srganizational performance, because it will boost their morale. as well structural plan in a {irm

will have a long-run and stable effect on organization and emplovee fulfillment.

Recent studies have shown that the manager supervisor, a project leader’s team “Captain’ or
senior manager, actually has more power than anyone else to reduce unwanted turnover. This is
because the factors that drive employee satisfaction and commitment are largely within the direct
manager’s control. These include providing recognition and feedback. the opportunity to learn
and grow. fair compensation reflecting on employee’s contribution and value to the organization.

a good work environment, competencies, needs, desire and style.

1.1.2 Theoretical perspective

This study will be based on Backers side bet theory introduced by Howard Becker’s (1960).This
approach is define the relationship between employee commitment and organizational
performance are based on the “contract” of economic exchange behavior. so committed

employees are committed to their organization because they have totally hidden or somewhat

hidden emotionally. “side-bets,” they have made by remaining in a given organization. I

someone left. the investments of “side-bet™ will be claimed hardly. The term “side-bets™ refers 1o

o]
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he accumulation of investments valued by the individual. Becker (1960) argued that over a
seriod of time certain costs accrue that make it more difficult for the person to disengage from a

ronsistent pattern of activity, namely, maintaining membership in the organization.

Becker’s approach claimed that a close connection between employee commitment and
organizational performance In fact, it identifies employee commitment as a major predictor

which increases of organizational performance.

1.1.3 Conceptual Perspective
Most organizations have realized that the performance of their workers plays a vital role In

determining the success of the organization (Zheng, 2010; Ajila and Awonusi. 2004).As such, it
is important for employers managers like to know how to get the best of their workers One of the
antecedent determinants of workers’ performance is believed to been employee commitment
(Ali, 2010; Ajila and Awonusi, 2004).As such, it is important for employers and managers alike

to know how to get the best of their workers.

[imployee commitment has been conceptualized as psychological state or mindset that binds
individuals to a course of action relevant to one or more targets. and a willingness 10 persist in a
course of action (Cooper-Hakimand Viswesvaran, 2005). Porter et al. (1974) defned
commitiment as a strong belief in and acceptance of the organizational goals. willingness to exert
conziderable effort on behalf of the organization and a desire to maintain organizational
membership. As such, commitment is different from motivation in that commitment influences
behavior independently of other motives and attitudes, and may lead to persistence (0 a course of

action even if this conflicts with motives (Meyeret al.. 2004: Mever and Herscovitch. 2001).

Marthis and Jackson (2000) defined employee commitment as the extent to which employees
stay with organizations and considers about organizational objectives seriously. Luthans (2000)
explored employee commitment as the desire to be a member of an organizaticn and not o
complain about their organization. Employee commitment is clear as the measure of authority of
employee empathy by the objectives and morale of organization and remains irvolved in it
employee commitment as well be an improved indicator for organization who wish to stay at its

place, or want to change (McNeese-Smith. 1996).




Jrganizational Performance can be gauged via the degree of attainment of their organizational
sbjectives like meeting both short-term and long-term objectives as and whenever they fall due.
I'he scarce resources of the organization are not supposed to be pumped into white elephants.
Optimal resource utilization should ensure maximum output in the projects named in the
yrganizational objectives. Organizations cannot afford to waste their limited financial and skilled

nan power resources on unproductive ventures Wee, Goh, B. (2009).

Organizational performances the state of achieving institutional goals and objectives by
ransforming inputs (human, financial and material resources) into outputs (services or service
lelivery tangibles) at the lowest cost (Robbins & Judge. 2011: 58). It relates to the
ransformation of inputs into outputs efficiently and effectively for the benefit of the society.

sconomy and environment.

1.1.4 Contextual perspective

The concept of employee commitment across the globe has received growing a‘tention from
researchers (Cohen, 2000). According to Rousseau (1989). new age employees demonstrate high
levels of work commitment, which is commitment not to the organization or career, but to the
work itsell. However the conditions of the new organizational paradigm once again seem 1o
challenge this conventional wisdom by creating work arrangements that 2nsure work
commitment while paying little attention to developing organizational commitment. Marthisand
Jackson (2000) defined employee commitment as the extent to which emplovees stay with
organizations and considers about organizational objectives seriously. Luthans (2006). expiored

organizational commitment as the desire to be a member of an organization and not to complain

about their organization. Organizational commitment is clear as the measure of authority of

employee empathy by the objectives and morale of organization and remains involved in it
organization commitment as well be an improved indicator for employees who wish to stay at

work or want to change.

The Modern error of globalization brought many opportunities along with different challenges
for corporations. In today’s world, organizations are competing globally. Globalization has

shaped many opportunities in African countries like Ghana. Nigeria. and South Africa among

others with employee commitment as well as challenges for global and local firms. Cost of

3




nanufacturing is rising gradually due to many worldwide factors as economic depression.
ncrease of fuel prices and limitation of resources. This increase in prices is pushing corporations
o adopt those ways through which cost can be minimized to survive in competitive environment.

[here are a lot of changes that have come with this new process of reciprocity.

[.2 Problem Statement

Jrganizational performance constitutes a highest form of requirements and all organizations are
sperating with the intention of attaining high degree of profitability in order to have continuity in
he operations. The situation is not different in the selected manufacturing companies in Uganda.
Whose performance by the staff is compromised by limited commitment and failure of the
selected manufacturing companies to accomplish the performance effectively. Ministry of Trade
nd industry (MTI, 2012) in Uganda reveal that several teaching stafl in universities are
serforming poorly, limited commitment and low research levels among the staff that has
sertously affected the performance of universities in Mogadishu. In this context. organizations
wed a core of employees who are committed to the values and goals of the organization and
serform to their maximum potential (Hyman & Scholarios (2004) this is taking place in a context
where expectations and attitudes have not only changed for employees. but for emplovers as well
‘Baldry. Hyman & Scholarios, 2004). The concept of the attaining performance in organizations
s fundamental towards the attaining organizational requirements. Despite this prevalence little is
on ground pertaining performance. It is based on these that the study is to examine the impact of
amployee commitment on organization performance in some selected manufacturing companies in

zentral Uganda

1.3 Purpose of the Study
The purpose of the study was to determine the relationship between employee commitment and

organizational performance in some selected manufacturing companies in central Uganda.

1.4 Objectives of the Study
To assess the effect of affective commitment on performance in some selected manufacturing

companies in central Uganda




[o establish the effect of continuance commitment on performance in some selected

nanufacturing companies in central Uganda

['o examine the effect of normative commitment on performance in some selected manufacturing

:ompanies in central Uganda

[.5 Research Questions

What is the effect of affective commitment on performance in some selected manufacturing
:ompanies in central Uganda?

What is the effect of continuance commitment on performance in some selected manufacturing
:ompanies in central Uganda?

NMhat is the effect of normative commitment on performance in some selected manufacturing

.ompanies in central Uganda?

.0 Research Hypotheses

lp: there is no significant relationship between affective employee commitment and
rganizational performance.

1y There is no significant relationship between continuance commitment and performance in
ome selected manufacturing companies in central Uganda

1gThere is no significant relationship normative commitment on performance in some selected

anufacturing companies in central Uganda

.7 Scope of the study

.7.1 Geographical Scope

‘he study was conducted in the manufacturing sector of Kampala Uganda. The manufacturing
rganizations included Steel and tubes industries Nakawa. Mukwano group of Companies
campala Uganda and Harris international limited (Rihama) located in Kawempe division.
lampala is the capital and largest city of Uganda. The city is divided into five boroughs that
versee local planning: Kampala Central Division, Kawempe Division, Makindye Division.
lakawa Division, and Lubaga Division. The city is located in Kampala District. Surrounding
.ampala is the rapidly growing Wakiso District, whose population more than doubled between

002 and 2014 and now stands at over 2 million (Wikipedia. 2016).

7




1.7.2 Content Scope
I'he study was limited on employee commitment in terms of effective commitment. continuance
:ommitment and normative commitment with organizational performance in terms of

srofitability, market growth and customer growth.

1.7.3 Time scope
The study focused on the period of 7 months that is to say April to November 2016 to enable the

-esearcher to have good analysis and interpretation.

1.7.4 Theoretical Scope

The study covered the Backer’s side bet theory introduced by Howard Becker's (1960) which
srovides that employee commitment has a significance impact on organizational performance.
According to Becker’s theory, the relationship between employee and organization are based on
the “contract™ of economic exchange behavior, committed employees are committed because
hey have totally hidden or somewhat hidden investments. “side-bets.” they have made by
remaining in a given organization. The nrature of the commitment of the employees imph

improved performance for employees that leads to performance of the organization

1.8 Significance of the Study

“his study is an attemipt to explore the impact of employee commitment on organizationa
performance However; it is a new subject for research in Uganda. Looking towards all research
studies completed in Uganda, it is observed that there is insignificant research work done in
Uganda and it has created a wide gap, which needs to be filled up by the present and the near

fuiure human resource management research scholars.

Today’s knowledge economy demands investments in human capital of the organ:zation and o
create a work environment where employees excel at their jobs but it is strongly perceived that
practices like employee commitment are intentionally or unintentionally ignored in uganda so

research is the last solution to find out the truth, cause and solution.

The study findings will provide measures that can be used by the organizations o improve the

performance trends in their performance by ensuring employee commitment.

8




I'he research will provide literature that will be a basis by academic researchers on the topic: the

wcademic researchers will base on these to conduct further research in the tfuture.

[.9 Operational definition of the study
“ommitment: in this study will refer to knowledge, skills, abilities and experience of the work
‘orce which is useful to the organization only if the employees are willing to apply it to the

ichievement of the goals of the organization.

>erformance in this study was gauged by profitability/surplus, cost per unit and cegree of goal
ittainment. Profit/Surplus, this is a control dimension that ensures that users of financial
nformation, who include all the stake holders, get an accurate and reliable summary which

:ommunicates the firm’s financial affairs (Pandey 2012).




CHAPTER TWO

LITERATURE REVIEW
2.0 Introduction

['his chapter presents the concepts, opinions, ideas from authors /expert. it gives an incite of the

review on theories, conceptual framework and related literature presented in line with the

research objectives.

2.1 Theoretical review

This study will be based on Backer’s side bet theory introduced by Howard Becker's (1960) this
approach defines employee commitment have significance impact of organizational
performance. According to Becker’s theory, the relationship between employee and organization
are based on the “contract” of economic exchange behavior, committed employees are
committed because they have totally hidden or somewhat hidden investments. “side-bets.” they
have made by remaining in a given organization. If someone left. the investments of “side-bet”
will be claimed hardly. The term “side-bets™ refers to the accumulation of investments valued by
the individual. Becker (1960) argued that over a period of time certain costs accruz that make it
more difficult for the person to disengage from a consistent pattern of activity. namely.

maintaining membership in the organization.

Becker's approach claimed that a close connection between employee commitment and
organizational performances. In fact, it identifies empioyee commitment as a majcer predictor to
increase organizational performance. This contention was supported by later research that
followed Becker’s theory. According to these studies, commitment should be measured by
evaluating the reasons, if any, that would cause a person to leave his organization The side-bet
theory was abandoned as a leading commitment. the close relationship between employee
commitment and organizational performance as advanced by Becker affected most of the later
conceptualization of commitment and established as the main behavior that should be affected by
organizational performance. The influence of the side-bet approach is evident in Meyer and
Allen’s Scale (1991), which might be named as the commitment. Becker (1960) proposed that’
commitments come into being when a person, by making a side bet. links extraneous interests

with a consistent line of activity”’

10




T'hus, the effect of making side bets is to increase the cost of failing to persist in a course of
action. In the case of organizational commitment, the course of action is staying with the
srganizational Side bets can take various forms that they fall into several broad categories:
seneralized cultural expectations about responsible behavior, self-presentation concerns.
‘mpersonal bureaucratic arrangements, Individual adjustments to social positions. and non-work
roncerns This scale was advanced as a tool for the better testing of the side-bet approach and is
me of the three dimensions of employee commitment outlined by Meyer and Allen (1991).be

lisplayed and measured.

2.2 Conceptual framework

The conceptual framework gives a researcher’s conceptualization of variables of the study. The
nteraction between the independent variables and dependent variable. That is the researcher
dentifies mechanisms under which employee commitment and organizational performance
rends

“igure 1: The conceptual framework showing the relationship between employec commitment

ind organizational performance

Independent variable Dependent variable
Employee Commitment Organizational performance
= Affective * Profitability
»  Continuance =  Market growth

Y

s ] 1
Normative * Customer growth

source: from mayer and Allen (1997) and modified by the researcher (2016)

I'he conceptual framework shows the prevalence of the variables that is to say incependent and
lependent variables: according to mayer and Allen (1997) the employee commitment is
ronceptualized into affective, continuance and normative commitments meaning that the focus is
n these aspects and measure the degree of commitment by the employees. The dependent

variable organizational performance is seen through profitability, market growth and customer

11




srowth, these are the basic tenets of focus by both the Independent and dependent variables the
-esearcher intend to embark on them for purposes of conducting this study that is fundamental
‘or the direction and flow of these research.

1.3 Related Literature

The review of related literatures is done basing on the objectives by the objectives so this will

‘orm the basis of the study.

1.3.1 Affective commitment and organizational performance

Viever and Allen (1984, 1990, 1991) described three dimensional model of commitment:
Affective. Continuance and Normative (as discussed earlier). He said Atfective Commitment is
»ased on how much individual ‘want’ to remain in the organization. Continuance Commitment
efers to an awareness of the costs associated with leaving the organization. Continuance
:ommitment based on individual having to remain with the organization lost their previous
nvestment before gone. Normative Commitment reflects a feeling of obligation to continue
'mployment. Employees with a high level of normative commitment feel that they ought to

emain with the organization

Affective commitment: Several studies, describe the term commitment as an aflective orientation
»f the employees toward the organization. Employees with affective commitment continue
ervice with organization because they want to do so. Kanter (1968) describe cohesion
:ommitment as the attachment of an individual’s found of affectivity and emotion to the group.
\ffective commitment to the goal and values and to the organization for its own sake. a par
tom its purely instrumental worth argues by Buchanan. Porter and Mowday et al. (1979)
lescribe affective approach as “the relative strength of an individual’s identification with and
nvolvement in a particular organization. Therefore, an individual who is affectively committed
v emotionally attached to the organization, believe it to achieve goal and values of the
roanization works hard for the organization and committed the organizationai performance
Mowday et al.,1982). Meyer & Allen (1996) correlates affective commitment with work
xperiences where employees experience psychologically comfortable feelings (such as

ipproachable managers), increasing their sense of competence (such as feedback). The




levelopment of affective commitment involves recognizing the organization’s worth and

nternalizing its principles and standards (Beck & Wilson 2000).

Affective attachment to the organization, labeled Affective commitment, perceived cost of
eaving, labelled Continuance commitment and obligation to remain at the organization, labeled
Normative commitment (Allen & Meyer. 1990). Meyer and Allen (19¢1 p 67) noted that
xmployee commitment is the view that commitment is a psychological state that aj characterizes
he relationship with the organization, and b) has implication for the decision to continue

nembership with the organization.

I'he irst component of employee commitment in the model is affective commitment. According
0 Meyer and Allen (1997) affective commitment is the employee’s emotional attachment to.
identification with, and involvement in the organization. Organizational members who are
affectively committed they increase organizational performance and continue to work for the
sreanization because they want to stay (Meyer & Allen, 1991). Members who are committed on
an aflective level stay with the organization because they view their personal empioyment

velationship as congruent to the goals and values of tiie organization (Beck & Wilsen. 2000).

Kanter (1968, p 507) defines it as the attachment of an individual’s fund of affectivity and
eimotion w the group. According to Sheldon (1971), it is an attitude or an orientation toward the

organization. which links or attaches the identity of the persor to the organization.

Hall (1970) defines the affective component as the process by which the goals of the
organization and those of the individual become increasingly congruent. It is also viewed as a
partisan, affective commitment to the goals and values of the organization. (o onc’s role in
relation to goals and values, and to the organization for its own sake. apart from its purely

msirumental worth.
Gould (1979) observed that some employees put effort into their work beyond what appears o
be instrumenially required for the expected reward. and atiributed this to the affecti ¢ component

of’ organizational commitment. Meyer and Allen (1997) further indicate ‘hat affective
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:ommitment is influenced by factors such as job challenge, role clarity. goal clarity. and goal
lifficulty, receptiveness by management, peer cohesion. equity, personal importance. feedback.

»articipation, and dependability.

Affective commitment development involves identification with the organization and
nternalization of organizational values (Beck & Wilson, 2000).The second component of Allen
ind Meyer’s model of employee commitment is continuance commitment. Mever and Allen
1997, p 11) define continuance commitment as “awareness of the costs associated with leaving
he organization™. Kanter (1968, p 504) supports this definition and states that it-is the “profit
issociated with continued participation and a cost associated with leaving the organization™. It is
:alculative in nature because of the individual's perception or weighing of costs and risks
issociated with leaving the current organization. Meyer and Allen (1991) further state that
*mployees whose primary link to the organization is based on continuance commitiment remain

secause they need to do so.

:.3.2 Continuance Commitment and organizational performance

Vieyer and allen(1990) describe continuance commitment as cognitive continuance commitment
is that which occurs when there is a profit associated with continued participation and a cost
issociated  with leaving". Somers (1993) suggest that continuance commitment can be
subdivided into high sacrifice commitment (“personal sacrifice™ associated with leaving) and

ow alternative commitment (“limited opportunities” for other employment).

I'he approach of continuance commitment develops when an individual recognizes that he or she
ose to continue the work (the money they earn as a result of the time spent in the organization.
wnd/or perceives that there are no alternatives or other course of action. When an individual's
1ave awareness or consideration about time spent and threats linked to leaving the organization.
his form of commitment is considered to be continuance (Meyer & Allen 1997). Meyer and
Allen (1991) also specified that an individual who's most important connection with the
srganization 1s based on continuance commitment stay with the organization simply because
‘hey have no choice. So continuance commitment is influgnced an organizational performance

secause they want to continue their work




—ontinuance commitment can be regarded as an instrumental attachment to the organization.
vhere the individual’s association with the organization is based on assessment of economic
senefits gained (Beck & Wilson, 2000). Another view to continuance commitment is that it is a
itructural phenomenon, which occurs because of individual-organizational transactions and

tlterations in social exchange or the time they spent over time.

vieyer et al (1990, p 715) also maintain that “accrued investments and poor employment
lernatives tend to force individuals to maintain their line of action and are responsible for these
ndividuals being committed because they need to”. Individuals stay in the organization because
f the investments they accumulate due to the time spent in the organization. not because they

vant to. This is has significance impact organizational performance.

dex and Smith (2001) applied OLS regression of the Continuance commitment scale. a range of
ovariates using data from the 1998 Workplace Employee Relations Survey (WERS) conducted
n DBritish establishments from October 1997 to June 1998 to model the determinants of the
xtent of employees™ normative or affective commitment to their employer and found that access
o somwe family — friendly policies such as child care and working at home, improved employees’
onunitment in the private sector but not in the public sector. Their findings also showed that
vhere emplovees. but not the employer. thought the organization had a carinz cthos is an
nportaut determinant of increased employee commitment. This implies that cmployees”
ommitment is largely determined by the organizational culture, especiatly towards their lamily
velfare. of the company which they work for and not by the attitude of their emplover or

upervisor towards them.

0 (2009) examined the relationship between Continuance commitment. leadership styles
focusing mainly on transformational and transactional leadership styles) and employees’
mployee commitment in Malaysia using regression analysis and found that transformational
qaders are more able to bring in commitment in employees than transactional leaders. Their
inding indicates that transformational leaders have a more significant and strongér relationship

Ath employee commitment. This implies that the leaders who give advices. supports. and pay
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ittention to the individual needs of followers will enhance the level of employee commitment of

‘he employees.

Avolio, (2004) examined the linkage between transformational leadership ¢nd employee
rommitment by focusing on psychological empowerment and structural distance using a sample
»f 520 staffs nurses employed by a large public hospital in Singapore. Their findings showed that
here is a positive association between transformational leadership and employee commitment
-evealing that psychological empowerment medicated the relationship between transformational

eadership and employee commitment.

shastri, (2010) examined the relationship between charismatic leadership and employee
:ommitment in Indian organization with a sample of 147 employees from Eastern and Northern
ndia and found that the two major antecedents (Charismatic leadership and job satisfaction)
:xert strong effect on employee commitment of the employees of Indian organization in the
study sample. This finding indicates that people tend to be more satisfied if their leader displays
‘harismatic behaviour which makes them to be more committed to their organization. Since it
vas found that leader’s sensitivity to member’s needs is related to employee commitment. and
hen managers need to be clear about the goals and values of the organization so as to align them
~ith the needs of the workers. This will help to reduce the high turnover rates being experienced

n today’s Industrial World.

2.3.3 Normative commitment and organizational performance

Normative Commitment Normative commitment develops on the basis of earlier experiences by
Mayer and allen(1990) for example family-based experiences (parents that stress work loyalty)
or cultural experiences (sanctions against “job-hopping”) (Allen & Meyer. 1995). Normative
rommitment can increase through beliefs that the employees have that employers provide more

han they can give.

Normative commitment develops on the basis of earlier experiences influenced by. for example
‘amily-based experiences (parents that stress work loyalty) or cultural experiences (sanctions

1gainst “job-hopping™) (Allen & Meyer, 1996). Normative commitment can increase through
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seliefs that the employees have that employers provide more than they can give the normative
ispect develops as individuals® perception of their moral obligation to remain with a specific
yrganization, irrespective of how much status improvement or fulfillment the organization gives
he individual over the years (March &Mannari 1977).So normative commitment/obligation seen
15 a result of the receipt of benefits (which encourages a feeling that one should reciprocate).

ind/or acceptance of the terms of a psychological contract.

.0 (2009) examined the relationship between normative commitment and organizational
serformance. normative commitment in using analysis and found that emplovee committed is
nore able to bring in organizational performance than other factors. Their finding indicates thal
‘mployee commitment have a more significant on organizational performance. This implies that
he leaders who give advices, supports, and pay attention to the individual needs of followers

vill enhance the level of employee commitment of the employees.

Vieyer and Allen (1997) described normative commitment as a feeling of obligation to continue
‘mpleyment. Internalized normative beliefs of duty and obligation make individuals obliged to
sustain membership in the organization (Allen & Meyer. 1990). The normative component is
/iewed as the commitment employees consider morally right to stay in the company. regardless

f how much status enhancement or satisfaction the firm gives him or her over the vears.

According to Wiener and Gechman (1977) commitment behaviors are socially accepied
sehaviors that exceed formal and/or normative expectations relevant to the object of
:ommitment. Normative commitment is also viewed as the totality of internalized normative

yressures to act in a way which meets organizational goals and interests (Wiener. 1982, p 421).

[he strength of normative employee commitment is influenced by accepted rules about
eciprocal obligation between the organization and its members (Suliman & lles. 2000). The
‘eciprocal obligation is based on the social exchange theory. which suggests that a person
‘cceiving a benefit is under a strong normative obligation or rule to repay the benefit in some

vay Meyer and Allen (1991, p 88) argue that this moral obligation arises either through a
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rocess of socialization within the society or the organization. Employees consequently feel

sbliged to repay the benefits from the organization by remaining as part of the work force.

I'he integration of the forms of commitment sensitized researchers to the multidimensional
rature of commitment. What differentiates the various dimensions of commitment in the
multidimensional conceptualization is the nature of the underlying mindset. Mever and Allen
(1991) argued that affective, continuance and normative commitment are components of
organizational commitment, rather than types because the employee-employer relationship
reflects varying degrees of all three. The multi- dimensional framework or conceptualization
does not seem to be incompatible. Meyer and Allen (1991) suggested the lack of consensus in
the definition of commitment contributed greatly to its treatment as a muitidimensional

construct.,

2.4 Relationship between the employee commitment and organizational performance

Richard Steers (1977) found that more committed employees wish to terminate from the
organization at minimum level. There will be higher intention of these emplovees, who are
committed to their organization, to remain in the organization and they work hard in performing
their tasks that will increase their positive attitude towards the organization and that thing will
ultimately increase the productivity of the organization. This thing will result in higher
orgarizational performance. Steers (1977) found that employee commitment is directly related

with the company turnover.

Jetfrev Arthur (2004) concluded that organizational performance will be enhanced by higher
level of employee commitment. Arthur also found productivity of the organization ultimately
increased with the heip of organizational commitment. Green, Felsted. Mayhew. and Pack (2000)
had found that employec commitment decrease the probability of employees’ tendency of
ieaving the job. Patrick Owens (2006) also found in his studies that committed employees iead to
orcanizational performance and very low level of employee shift from the organization.
Effective organizational commitment is always a result of the core behavior of the major

employees along with their behavioral factors like turnover intention (Addae et al.. 2006)
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Comte-Sponville (2001) purposed that the organizational performance is a result of the employee
experience and commitment. Integrity has been explained as the best of the huinan state. the
better the humans are committed to their tasks will lead to their better performance that results in

batter results

Employee commitment seems to be a crucial factor in achieving organizational success.
[ndividuals with low levels of commitment will do only enough to work by. They do not put
heir hearts into the work and mission of the organization. They seem to be more concerned with
sersonal success than with the success of the organization as a whole. People who are less
rommitted are also more likely to look at themselves as outsiders and not a: long  term
nembers of the organization. An attractive job offer elsewhere is very likely to result in their
leparture. By contrast, employees with high commitment to an organization see themselves as an
ntegral part of the organization. Anything that threatens the organization is an imminent danger
o them as well. Such employees become creatively involved in the organization’s mission and
values. and constantly think about ways to do their jobs better. In essence. commitied emplovees

vork for the organization as if the organization belongs to them.

[he relationship between employee commitment and organizational performance has been
studied under various disguise. Khan, (2010) investigated the impact of employee commitment
Aftective commitment, Continuance commitment and Normative commitment) on employee
ob performance from a sample of 153 public and private and public sector emplovees of oil and
sas sector in Pakistan. The results revealed a positive relationship between employee
ommitment and employees’ job performance. Therefore, job performance émerged as a
leterminant of employee commitment. Thus, Khan, (2010) advised managers to pay special
ittention to antecedents of employee commitment and all the factors which foster employee
:ommitment so as to increased employee performance and subsequently increase organizational

yoductivity

All, (2010) found that there is positive relationship between corporate social responsibility and
'‘mployee  commitment as well as between employee commitment and organizational

erformance. They therefore concluded that organizations can improve their performance
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through employees” commitment by engaging in social activities since such activities also

include the welfare of employees and their families.

Lo (2009) noted that employees with sense of employee commitment are less likely to engage in
withdrawal behavior and more willing to accept change. Hence, there is no doubt that these
values appear to have potentially serious consequences for a core of committed individuals who
are the source of organizational life; (b). Workers who become less committed to an
organization, will route their commitment in other directions; thus. it is important to know how
to develop the right type and level of employee commitment to ensure that the better employees
are retained:; (¢). Employees who develop a high level of employee commitment tend to be
highly satisfied and are fulfilled by their jobs; (d). In the current global economic scenario.
organizational change is a continuous process that requires support of all employees in the

hierarchical structure.

Most organizations have realized that the performance of* their workers playvs a vital role in
determining the success of the organization (Zheng, 2010; Ajila and Awonusi, 2004). As such, it
is important for employers and managers alike to know how to get the best of their workers. One
of the antecedent determinants of workers”™ performance is believed to be employee commitment.
As such, it is important for employers and managers alike to know how to get the best of their

workers.

Employee commitment has become one of the most popular work attitudes studied by
yractitioners and researchers. Akintayo (2010) and Tumwesigye (2010) noted that one of the
easons why commitment has attracted research attention is that organizatio’: depends on
sommitted employees to create and maintain competitive advantage and achieve superior

rerformance.

2.5 Related studies on employees Commitment and organizational Performance

n the past research it has been discussed that organization commitment will lead to behavioral
sut comes: lower turnover and higher performance. Highly committed employee should have a

weak intention to quit. Studies by Angle and Perry (1981) and Jenkins (1995) revealed a n-’cgati\:’e
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relationship between turnover intentions and organizational performance. According to
Konovsky and Cropanzano (1991) and Meyer and other (1998) have also covered a positive
relationship between commitment and organizational performance. Employzes who are
committed to their respective organization are more likely not only to remain with the
organization but are also likely to exert more efforts on behalf of the organization and work
;owards its success and therefore are also likely to exhibit better performance that the

ancommitted employees.

“mployee commitment can benefit organization in a number of ways such as it can improve
serformance: reduced absenteeism. and turnover thereby resulting in sustained productivity.,
Zommitment to organization is positively related to such desirable outcomes as motivation
Mowday, Steers and Porter 1979) and attendance (Mathieu &Zajac, 1990: Steers & Rhodes.
1978) and is negatively related to outcome as absenteeism and turnover (Clegg 1983: cotton &
[uttle 1986). Horton too stated that organization commitment could result in less turnover
ibsenteeism, thus increasing organization performance (Schuler & Jackson, 1990). Employees
vith high level of employee commitment provide a secure and stable workforce (Steers 1977)

ind thus providing competitive advantage to the organization.

Che committed emplovee has been found to be more creative; they are less likely to leave an
weanization than those who are uncommitted (Porter et.al. 1974). According to Arturo L.
Folentino (2004) Sustained performance improvement depends on the enterprise’s human capital
the skills, knowledge, competencies and attitudes that reside in the individual emplovee of the
mterprise) and its social capital (trust and confidence, communication. cooperative working

lynamics and interaction, partnership, shared values, teamwork, etc. among these individuals.

\ committed employee is perceived to be one who stays with the organization even in turbulent
imes, attends work regularly, protects company’s assets and shares company’s goal (Meyer and
\llen, 1997).Therefore it is evident that for sustained productivity, employee commitment is an
mportant factor. Universities are a successful hard work in which not many commitment based

tudies have been conducted so we have taken it for our research.
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Habib, (2010) investigated the interdependency of job satisfaction and job performance, effect of
employee commitment and attitude towards work on performance using a survey data collected
from 310 employees of 15 advertising agencies of Islamabad (Pakistan). They found that
zmployees having greater employee commitment perform well and employees having good
attitude towards work are highly satisfied as compared to employees who are less inclined

lowards their work.

Akintayo (2010) investigated the impact of work-family role conflict on employee commitment
of Industrial Workers in Nigeria using linear regression analysis and t-test and found that there
was a significant but negative contribution of work-family role conflict to employee
>ommitment. Based on this finding, Akintayo(2010) recommended that organizational support
rogram needs to be introduced and provided for all levels of workers in order to reduce the
surden of work-family role conflict interface and virtually induced commitment to their jobs. He
‘urther stated that the level of family responsibilities of the workers need to be considered during
‘ecruitment, in assigning responsibilities and placement process in order (o foster employec

:ommitment,

stephen L. Fink (1992) He explains that employee commitment is only one of many factors
tffect performance, but certainly is a key factor. He defines commitment as an attitude that
levelops from a process called identification, which occurs when one experiences something.
;omeone, or some idea as an extension of oneself. While all research on commitment treats it
mly in terms of identification with organization. that is. its goals. values. and mission. on the
ther hand, he focuses on three-dimensional concept including identification with the work itself
nd with co-workers. He is sure that these are equally important because they can have powerful
:ffects upon employee performance (P.8). As basis of his research he makes an interactive model
hat proposes 1. Good management practices result in an effective reward system and employee
:ommitment, 2. An effective reward system results in enhanced employee commitment and
:mployee performance, 3. Employee commitment results in enhanced employee performance
p.9).As a results of the research in two companies, whose 418 and 430 employees. respectively.
w found that there was significant correlation between employee performance ratines and

:ommitment score in all categories, and also the correlation between periormance and
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commitment for managers and operational employees grouped separately were significant in all
categories (p.63). The higher the level of employees commitment to work. co-worker, and

srganization. the higher the level of performance.

The finding of Thomas E. Becker, Robert S. Billings, Daniel M. Eveleth, & Nicole L. Gilbert
1996). The conclusion that commitment is largely unrelated to job performance is based upon
‘he conventional view of commitment. which is that employee attachment involves “the relative
strength of an individual’s identification with and involvement in a particular organization™
‘Mowday et al., 1982:27). In contrast to this conventional view. a number of theorists and
researchers have begun to view employee commitment as having multiple foci and bases (Becker
et al., 1996). Foci commitment are the individuals and group to whom an employee is attached
Reichers, 1985). Bases of commitment are the motives engendering attachment (O'Reilly &
Chatman. 1986). It has been known for some time that employees can be committed to such foci
as professions (Gouldner. 1958) and unions (Gordon. Beauvais. & Ladd. 1984). as well as (o
srganizations (Mowday et al., 1982). Recent research has suggested that workers can also be
iifferentially committed to occupations, top management. supervisors. co-workers. and

rustomers (Becker, 1992; Meyer, Allen, & Smith. 1993; Reichers, 1986).

With respect to the bases of commitment, early research suggested that different motivational
arocesses underlie single attitudes. According to Kelman (1958). compliance cccurs when
seople adopt attitudes and behaviors in order to obtain specific rewards or to avoid specific
sunishments. Identification occurs when people adopt attitudes and behaviors in order to be
associated with a satisfying, self-defining relationship with another person or group. Finally.
mternahization occurs when people adopt attitudes and behaviors because their content is
congruent with the individuals® value systems. After conducting a larger project to all 1.803
members of May 1993 graduating class of large northwestern university. Becker et al. found that
commitment to supervisors was positively related to performance and was more strongls
associated with performance than was commitment to organizations. Further. internalization of
supeivisors™ and organizations’ values was associated with performance but identification with

these foci (targets) was not.
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The finding of Birgit Benkhoff (1997)She states that many authors are not yet prepared to resign
themselves this puzzling conclusion (p.702). Randall for instance, in a Meta analysis on the
consequences of commitment suggested that further research should explore “different models to
account for the organizational commitment-work outcome relationship™ (1990:376). Based on
the Randall’s suggestions she do research by collecting data through a postal survey in high

street bank in Germany.

I'he questionnaires are sent out to the 340 employees of 41 bank branches. As a result of her
nvestigation of the link between employee commitment an organizationél performance in terms
of sales targets met and change in profits in the branch network of a bank. she found that
:mployee commitment is significantly related to the financial success of bank branches. In
wddition, supervisory commitment appears to have a particularly strong impact on the outcome
ndicators. As a result, generally, we could say that there is a significant and strong relationship
etween commitment and job performance (Fink. 1993; Becker et al.. 1996; BenkhofT. 1997).
dowever. we should notice that each finding above results in specificaliy different things. Fink
inds that there is significant correlation between employee performance and commitment in ail
ategories (work, co-worker, and organization but the two last findings suggests that
ommilment to supervisors is positively related to performance and is strongly associated with
erformance  than s commitment to organizations. Furthermore. commitmaent based on
nternalization of supervisory and organizational values is related to performance (Becker et al..

996).

.0 Research Gap

‘he studies conducted by the researcher mentioned in the related studies are mainly conducted in
1 environment of other organizations compared to the researcher’s interest of the study that
vill be conducted in selected manufacturing companies. The studies were also conducted in the
nvironment different from that of Uganda, beside the researchers provided are dene in the time
efore 2008. this implies that the researcher identifies the knowledge, geographical and the time
aps that the researcher intend to fulfill for the purposes of attaining the status quo on the
oncept on employee commitment and organizational performance in some selected

anufacturing companies in central Uganda.




CHAPTER THREE

METHODOLOGY
3.0 Introduction

This chapter focus the methodology of this study and highlights eight sections of the study. the
chapter discuss research design of the study, second section discuss the target population. third
section discuss research instrument, fourth section discussed the procedure for collecting data.
fifth section discuss how to analysis data, six section discuss ethical consideration. seven section

discuss the limitation of the study and the last section summaries the chapter.

3.1 Research Design

This study employed Descriptive correlation survey design enables the researcher to summarize
and organize data in an effective way (Kireru, 2014). It provides tools for describing collections
ol statistical observations and reducing information to an understandable form also it look the
relationship between the employee commitment and organizational performance. The descriptive
correlation design enabled the researcher to attain the relational attributes of normetive. affective

and conlinuance commitments on organizational performance using linear regression analysis.

3.2 Study Population

The study primarily focused on some selected manufacturing companies in central "Jganda. These
were - populations of the study that were 250 Harris international limited (Rihama) located in
Kawempe division,120 from Steel and tubes industries Nakawa and 255 Mukwano group ol
Companies Kampala Uganda, these universities are chosen because of having a high degree of
performance .This gives to a total population of 625 people. The population is in the categories
of Top managers and administrators of in selected manufacturing companies. This population is
targeted because it possessing an adequate understanding of Employee commitment and
organizational performance also they are aware of the weaknesses or maltunctions to satisfy their

[

customers.

3.3 Sample size
The sample size of this study was selected from the 625 employees in selected manufacturing
companies in Uganda. This is arrived by using Slovene’s formula this can be computed as

follows:




The Slovene's formula will be used to determine minimum sample size

N
n = 1+Na~
Where, N= Total Population

n=sample size
a= correlation coefficient 0.05)

n=625

1+625(0.05)

n =625

n= 244

['able showing the Population categorizations

Jniversity Category Target Sample Size I"Sam p[mgt(chmquu
Population

Jawis Top managers 100 39 P mp:;wg{\g i’s‘—'dli{gling

nternational Administrators 150 59 PIEIDU&[\LS«JID})]H’@ )

imited

stieel and tubes Top managers 40 6 ,1;[1,1‘[105'],\,!6 "S‘{xin]ﬂ”liﬁi;g '
Administrators 30 31 Purposive '§_ﬂmpli_nw§i

?I'L'l—l:\:z'i_1'{o—g1‘(")1't_p Top managers 75 29 ! 'I"[z'rpu.ﬁ;iti?é | Samplmg
Administrators 180 70 ,i’mposm 'Qzu']“’nb]iunf__z

“otal 625 244 S

~ Sampling Procedure

his study used purposive sampling technique to select the sample size. Purposive sampling is a

1ethod of sampling where the researcher intentionally chooses who to include in the study based

n their ability to provide necessary data. These techniques were used because we select to get

wividuals that have comprehensively knowledge and experience toward this area.
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3.5 Data Sources

The researcher used both primary and secondary data sources during data collections.

3.5.1 Primary data collection
Primary data was collected through the use of the research questionnaires and the interview

suide were raw data from the field was collected for analysis.

3.5.2 Secondary data
I'he researcher used secondary data for the study and the sources included records on different
serformance reports, articles written available on the topic plus magazines and other published

sOurces.

3.6 Research Instrument

3.6 Questionnaire

his study used questionnaire. The reason behind choosing questionnaire is that the study is
:oncerned with variables that cannot be solidly observed such as views. opinions. #nd feelings of’
e respondents. The researchers used the questionnaires because the target pepulation were

terate and large and time for collecting data will be limit.

5.6.2 Interview Guide

l'he researcher used the interview schedule to guide the interview with the respondents who were
cey informers and thus needed to elaborate on several issues. Here the researcher conducted
ace-to-face interactions and make effective conversations between the interviewee and himself
vith the sole aim of soliciting data. The researcher used both formal and intorinal interviews
vith the respondents. This enabled the researcher to get more information in greater depth.

educe resistance and also obtain personal information from the respondents

.7 Validity and Reliability of the Instrument

/alidity of Research instruments

\ccording to Saunders, et al ( 2009), Validity refers to the extent to which data collection method
ccurately measures what it was intended to measure or to the extent to which research findings
re about what they are claimed to be about. Validity of the questionnaire obtained by presenting

[ to at least two professional people. including the researcher’s supervisor because according 10
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Amin (2005) content and construct validity is determined by expert judgment. The validity of the
guestionnaire were calculated by using the Content Validity Index formulae. Kathuri and Palls
(1993) argue that instruments with validity confident of at least 0.7 are accepted as valid in
research.

RelevantQuestions

Content Validity Index =
Y Total Questions

Table 3.7.1: Determination of the validity of the instrument

Relevant items Not relevant Total ]
Rater | 27 6 33
| Rater 2 23 10 33
Rater3 24 09 33
Rater 4 25 08 133
\lTotal-. 99 132 - |

CYil=489 = 143
132

Therefore since the figure of C attained is 0.75, it implies that the instrument is valid.

Reliability of Research Instruments

“Reliability refers to the extent to which your data collection techniques or analysis procedures
will yield consistent findings™ (Saunders, et al (2009, p: 156).Reliability of the instruments
obtained by using the test- retest reliability. Fraenkel and Wallen (1996) argue that for most
educational research, stability of scores over a period of two months is usually viewed as
sufficient evidence of test-retest reliability. Therefore the researchers pre-tested and retest the
instruments on a small number of employees exclude respondents. The researchers computed the

reliability using SPSS computer software by using Cronbach Alpha.
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Table 3.7.2: Reliability

Variable Anchor Cronbach Alpha-_\?;.llue 1‘
Affective commitment 4 Point 0.79 —
Continuance commitment 4 Point 0.82 -
Normative commitment 4 point 0.78 - _7:1
“Organizational Performance 4 Point 0.75 ]
Average 0.79

Source: Primary data
The table 3.8.2 above displays the reliability indices/coefficients for all constructs used in the
study. All alpha reliabilities (a) for all scales computed and be above 0.5. ranging from meet

acceptance standards for research (Nunnally, 1978).

3.8 Data Gathering Procedures

I'he first step when coilecting data the researchers requested a letter from student affairs and
registration office revealing that we are conducting academic research. Than the researchers
gathered data through questionnaire, the researcher administered the questionnaires with the help
of a research assistant to 133respondents. This data were collected in the end of the semester

using questicanaires, followed by the analysis of the data.

3.9 Data analysis

Data from questionnaires were compiled, sort, edit, classify and code into a coding sheet and
analyzed using a computerized data analysis package known as Statistical Package for Social
Science (SPSS). For the bio data of the respondents, the researcher emploved the frequency
tables to attain frequency and percentages. The objectives 1-3 were assessed based on the mean
and standard deviations finally linear regression were used to determine the relationship on the

research objectives.

Mean range respondent interpretation
3.26—4.00 strongly agree Very High
2.51---3.25 Agree tigh
1.76---2.50 Disagree Low

1.00—1.75 strongly disagree Very Low
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3.10 Ethical Considerations

The researcher therefore required permission from the Dean of academic aftfairs to conduct the
research. The researchers also assured respondents that the study strictly academic and that
utmost confidentiality was observed. The data was used in this study anonymously code and

cannot therefore be trace back to individual students.

3.11 Limitations of the study

Confidentiality issues somehow delayed the process of collecting the data as many respondents

feared for the confidentiality. A letter from the University assured the respondents of

confidentiality.

The data was not collected from all the respondents citing out a compliance issue. The
questionnaires attained were 221 out of 240 stilling implying high responses rite hence data
collection was carried on. Some authors like Mugenda and Mugenda, (1999) provide that a 50%
return for the questionnaires is sufficient for data collection and analysis so the researcher went

ahead to analyze the data.

The busy time schedule of the respondents somehow delayed the data collection from the
respondents. This delayed the analysis for final presentation, the researcher emploved data

collection assistants who aided in data collection that eased analysis.




CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION

4.0 Introduction |

This chapter presents the presentation of data, analysis, and interpretation. The data analysis and
interpretation was based on the research questions as well as research objectives. The analysis of
data is based on the data collected using the questionnaire, interview guide and documentary
reviews. The analysis is based on the three instruments used in data collection the oresentation is
divided into three parts. The first part presents the respondents demographic information. while
the second part deals with presentation, interpretation, and analysis of the research objectives.
The third part will present and interpret data based on the stories collected from the interview
ouide and documentary guide. The entire study is based on the study topic of employee

commitment and organizational performance of Universities in Mogadishu. Somalia.

4.1 Demographic information

This part presents the background information of the respondents who participated in the study.
The purpose of this background information was to find out the characteristics of the respondents
and show the distribution of respondents in the study in terms of gender. age. academic
qualifications, marital status and occupational background.

Table 4.1: Showing the demographic information of respondents

i . S —
| Respondents Frequency (F) Percentage (%) :
I — —— e . ——— I
Gender SR
Male 151 68.3 f
Female 070 31.7 l
fotal 221 __Lwoo oo —
Age e ’
20-25 1§ 6.8 I
2635 37 16.7 |
3645 87 %4 ]
46 and above 82 A
Total 221 100.0 - '
bemens S .___.!
i

-




Education o S
Masters 54 244 }
Degree 97 43.9 -
Diploma 51 23.1 o 1
Others 19 s
Toral 221 woo

_Time of service in organization ) e e e

i 1-5 years 69 1.2

i e 3 Wi
tOyears and above 65 204 o
Total 221 100.0

jource: I, 2015
lable 4.1 Present the findings on the demographic characteristics of respondents. The
lemographics are presented in the forms of gender, education. age. time of service in
weanization of respondents. The presentations were that on the gender of respondents, majority
[ the respondents were male who had 68.3% of the total respondents while the female were
1. 7%. The findings imply that the employee commitment and organizational performance in

clected manufacturing companies in central, Uganda is both male and women.

‘he age bracket of respondents present a findings which show that the majority age category was
0-45 with 39.4% of the respondents. 37.1% were recorded on the age bracket ol 46 and above.
0-35 age bracket had 16.7% of the total respondents and finally followed by 20-25 which had
.8%.The findings imply that the study was taken from mature respondents therefore information

ttained can be based on for decision making.

m the education background of the respondents, the findings were that majority of the
:spondents were 43.9% who were degree holders, masters respondents were 24.4%. diploma
:spondents were 23.1%, and others were 8.6%. The findings imply that most of the results were
tken from educated people and therefore it is prudent (o argue that information can be relied

pon for decision making.
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The findings on the time of work of respondents were majority of the respondents were for 6-10
years who constituted 39.4% of the sample, 1-5 years with 31.2% of the respondents. followed
10years and above had 29.4%. The findings on this imply that majority of the respondents were
11years and above and above of work in the organization. this shows that reseercher attained
data from people with enough information about employee commitment and organizational

performance selected manufacturing companies in central, Uganda.

4.2Effect of affective commitment on performance of selected manufacturing companies in
central, Uganda

The first objective of the study was set to assess the effect of affective commitment on
performance of selected manufacturing companies in central Uganda. The data collected is

presented in subsequent sub chapters and tables as below

Table 4.2: Show responses on affective commitment in the selected Universities of

Mogadishu
B ~Descriptive Statistics of Affective commitment N
Mean Std. Interpretation
- B __Deviation |
| would be happy to spend the rest of my 2.61 1.03 - High '
:areer in this organizaticn P |
{ enjoy discussing my organization with 2.68 1.00 High |
oeople outside it A
[ reaily feel as if this organization’s 2.49 .96 ! LLow
problems are my own ' e e
[ think I could easily be attached to another 2.50 92 Low
organization as | am to this one - -
[ do not feel like part of the family at my 2.70 1.02 High |
organization ]
[ do not feel emotionally attached to this 2.52 ©.93 ' High
arganization ' ‘ .
This organization has a great deal of 2.28 91 { Low
personal meaning for me 1 ]
[ do not feel a strong sense of belonging to 2.37 ‘ 1.00 [ Low |
my organization Overall scale ) | ]
Average Mean 251 | 0.97 - High |

Source Field data, 2016




Table 4.2.1 presents findings on the trend of effect of affective commitment in selected
Universities. The findings present a mean affective commitment on performance as elaborated as

tollows.

Findings on” 1 would be happy to spend the rest of my career in this organization had a mean of
2.61, standard deviation of 1.03 interpreted as High. Further results reveal that [ enjoy discussing
my organization with people outside it according to the mean of 2.68 standard deviationl.00
interpreted as high implying that employees enjoy discussing my organization with people

sutside it.

Acco.ding to the results revealed [ really feel as if this organization’s problems arz my own had
1 mean of 2.49 was attained, standard deviation of .96 interpreted as low. I think | could easily be
ittached to another organization as | am to this one according to the mean of 2.50. standard
leviation of .92 with the interpretation of low. The responses imply that it is not possible for

:mployees (o be attached to another organization as go on to work

- do not feel like part of the family at my organization according to the mean of 2.70. the
standard deviation of 1.02interpreted as high meaning the employees feel their part of the
rganization. | do not feel emotionally attached to this organization according to the responses of
1,52, standard deviation of .93 interpreted as high implying that instead emplovees would be

:lad to be attached to the organization.

[his organization has a great deal of personal meaning for me with the mean ol 2.28. the
dandard deviation of 91 interpreted as low meaning according to the respondents the
yrganization does not have great personal deal based on individuals. [ do not feel a strong sense
»f belonging to my organization overall scale with the mean of 2.37 was got and standard
leviasion of 1.00 interpreted as low implying that according to the responses. they do not feel a

strong sense of belonging to their organization overall scale.

['he total mean average on of 2.51 with the standard deviation of 0.97 interpreted as low meaning
hat most responderits to some extent are in support of affective commitment on performance in

he organization.
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Level of affective commitment in your organization according to the interview responses
where that Affection for the job occurs when you feel a strong emotional attachment to
your organization, and to the work that you do. The employees most likely identify with
the organization's goals and values, and you genuinely want to be there. The employees
are enjoying work though don’t usually feel good, and be satisfied with job. In turn. this
increased job satisfaction is likely to add to your feeling of affective commitment.

Challenges affiliated with affective commitment in your universities in the organizations
was that employees have taken more active role shaping their own careers and
professional development seeking opportunities for continuous learning. future
marketability and psychologically meaningful work. In this sense they “rather than their
organizations become the architects of their own careers. development end vocational
destiny. Since this concept is still very important for companies. it is a challenge for

human resource organizations to try to find ways to tackle these challenges.

4.2.2 Organizational performance of selected manufacturing companies in central, Uganda

Table 4.2.2 Shows responses on organizational performance of selected manufacturing

companies in central, Uganda

Descriptive Statistics of Organizational Performance

) Mean Std. | Interpretation
[ | Deviation | —_—
Our state of profitability is steadily growing 2.44 91 Low !
T N : - S
The organisation can effectively earn profits 2.45 96 Low |
The cost per unit of operations are low 2.36 87 Low
There is effective cost management in the 2.24 92 | Low
organization | B
Profits enable better payment to the staff 2.26 ' .89 Low
There is high levels of money controls 2.25 93 - T.Z\\ﬂ’-|
|
Our organization capacity is expanding in 2.51 .04 High
operations SENS—
There is a steadily moving sales growth in 242 97 Low |
the operations - ——
There is effective output in operations of our 2.40 95 ! Low
. | |
businesses ) (- Lo
The employee unit output is very low and 2.48 2.28 | Low |
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does not reduce operations
The returns in terms of output has 2.28 94 Low
tremendously increased

Average 237 1.06 Low
Source Field data, 2016

Table 4.2.2 above shows findings on the organizational performance in organization. The

findir.gs presented were interpreted based on the mean and standard deviation.

According to the respondents, our state of profitability is steadily growing had a mean of 2.44.
standard deviation of .91 interpreted as low. The university can effectively earn profits had the
mean of 2.45 with the standard deviation of .96 interpreted as low this implies that respondents

had no information on whether the organization can effectively earn profits.

2.36 were presented as the mean of the cost per unit of operations are low with standard
deviation of .87 and this was interpreted as low. There is effective cost management in the
organization had mean of 2.24 with the standard deviation of .92 which was interpreted low.

According to the findings, the organization has no effective cost management

Profits enable better payment to the staff had mean of 2.26 with standard deviation of .89 and
according to the scale it was interpreted as low 2.25 was presented as the mean ot There is high
levels of money controls which had the standard deviation of .93 and this was considered as low
implying that the respondents had no knowledge on whether the organization has ways of

controlling money.

[t was discovered that, our University capacity is expanding in operations which had the mean of
2.51 with the standard deviation of 1.04 interpreted as low, There is a steadily moving sales
growth in the operations had 2.42 as mean and standard deviation of .97 interpreted as low.

implying that according to the respondents, the organization has less sales in its op: rations,

I'here is effective output in operations of our businesses which had the mean of 2.40 with the
standard deviation of .95 interpreted as low, The employee unit output is very low and does not
reduce operations had 2.48 as mean and standard deviation of 2.28 interpreted as low. The
returt.s in terms of output has tremendously increased had the mean of 2.28 and the standard

deviation .94 interpreted as unsatisfactory. All this was interpreted as low: implying that the
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respondents were not satisfied with output in operaticns of the organization and aiso the returns

in terms of output has not increased according to the respondents.

I'he overall mean on organizational performance in organization had the mean of 2.37with the
standard deviation of 1.06interpreted as low implying that many respondents does have enough

<nowiedge on the organizational performance.

['he state of the organizational performance for the organizational stakes direct attention on the
equired needs of the organizations. The performance under the profitability is prevailing though
wofits are rarely disclosed, the means of assessments for the common agenda are not effective
ind some dimensional approaches co-exiting are stated in the fashion not though sufficient

:nough for the organizational development.

1.2.3 Effect of affective commitment on performance of selected manufacturing companies
n central, Uganda
[able 4.2.3: Effect of affective commitment on performance of selected manufacturing

:ompunics in central, Uganda

/ariables Adjusted (RY) F Sig | Interpretation \ Decision
= ] ll“ - =
\ffective 0.375 | Not L ALcep!ed
: 927 Significant
. 134
ommitment Vs 13 _ 0.05

erformance ‘

“oefficient = | Beta

“onstruct -.366

jource Field data, 2016

‘indings show that affective commitment on performance of selected Universities in Mogadishu
womalia the relationship positive though not significant. The R-Squared coefficient was
omputed to be at .134which translates to a 13.4% effect of commitment on performance of the
niversities. This means that that affectively committed employees affect the performance of
Iniversities. The Sig value was measured to be at .375" which is entirely outside the acceptable
onfidence levels of 0.05. The F-Value was measured at927. The implication is that affective

ommitment has low effect on the performance of the Universities.
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Regarding the beta coefficients, the variable Affective commitment seems not significant in the
model as it had at value of significance values of was 0.375 and 0.05for affective commitment
and performance of the Universities. The levels of significance established show that a
significant effect existed. The results further prove that independent variables effect on
performance of the Universities is low.

Affective commitment has an effect on companies can no longer promise life-time employment

and individuals more and more want to change work organizations during their career. for

individuals it is more about career orientations these days rather than organizational
commitment. Employees are seeking more emotionally satisfying lives by discovering the full
potential of their career regardless of the organization boundaries.

4.3Effect of continuance commitment on performance of selected Universities in
Mogadishu, Somalia

I'he second objective of the study was set to establish the effect of continuance commitment on
performance of selected Universities in Mogadishu, Somalia. The data collected is presented in
subsequent sub chapters and tables as below

4.3.1 Continuance commitment and performance of selected manufacturing companies in
central, Uganda

Table 4.3: Shows responses on continuance commitment on selected manufacturing
companies in central, Uganda

____}-j)?zscriptive Statistics of continuance commitment

Mean | Sl-d-;li_“ii“l_i‘lﬁ__

lnterpret

-1
1
1
|
I
|
-
|
i
|
|
!

llTéJlEEStE&EBftbr for a better job elsewhere | 33 .98 _ Low
! would not feel™, ** it was right to leave my '
| organization -
" Jumping from organization to organization does | 2.59 .99 High
- not seem at all unethical to me ‘ N I
| was taught to believe in the value of remaining | 2.38 93 ! Low
loyal to one organization I l
. The cost of leaving this organization is higher 2.58 r9e High |
I gain skills because of being part of this 2.33 i 1.00 Low

| organization

‘ ———— e —1

| [ can easily find alternative work in any 2.38 .88
1

}}

“organization after this one | Low

| There is sufficient benefit than I would attain it 2.54 .85 : High
'_‘clsewere _______ .

! Average Mean 2.44 0.94 Low

I
Source, Field data 2016
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Table 4.3 above shows findings on the study of effect of continuance commitment on
performance of selected manufacturing companies in central Uganda. The findings presented

were interpreted as below by considering the mean and standard deviation.

According to the respondents, If I got another offer for a better job elsewhere I would not feel. it
was right to leave my organization had a mean of 2.33, standard deviation ol .98interpreted as
low. Jumping from organization to organization does not seem at all unethical 10 me had the
mean ol 2.39 with the standard deviation of .99 interpreted as high. implying that the employees

leel it is unethical for one to keep changing organizations.

2.38 was presented as the mean of I was taught to believe in the value of remaining loval to one
arpanization with standard deviation of .93 and this was interpreted as low. The cost of leaving
this organization is higher had mean of 2.58 with the standard deviation ot .99 which was
interpreted high. According to the findings, it was discovered that employees teel like the cost of’
leaving the organization is higher and therefore consider their organization as gr-at importancs

(o them

[ gain skills because of being part of this organization had mean of 2.33with standard deviation
al 1.00and according to the scale it was interpreted as low. 2.38 was presented as the mean of !
can casily find alterpative work in any organization after this one which had the standard
deviation of .88 and this was considered as low. There is sufficient benefit than | would attain it
slsewhere with the mean of 2.54 and a standard deviation of .85 interpreted us hegh implyving thay

the employees get sufficient benefit compared to what they would receive from any other

srganization.

['he average mean on Effect of continuance commitment on performance of selected Universities
in Mogadishu, Somalia, mean of 2.44 with the standard deviation of 0.94 interpreted as low
implying that many respondents generally have less information on the Elfect of continuancy
commitment on performance of selected manufacturing companies in central. Uganda.

Ihe interview guide responses were as the interview responses on the existence of continuance
commitment of employees in selected manufacturing companies 1 central. Uganda The
responses provided show that employees level that commitment is not so adequate for

development.




*Commitment occurs when you weigh up the pros and cons of leaving your organization. You
may feel that you need to stay at your company, because the loss you'd experience by leaving it

is greater than the benefit you think you might gain in a new role.

These perceived losses, or "side bets," can be monetary (you'd lose salary and benefits).
srofussional (you might lose seniority or role-related skills that you've spent years acquiring): or

social (you'd lose friendships or allies).

1.3.2 Effect of continuance commitment on performance of selected manufacturing
companies in central, Uganda

Table 4.3.2: Shows the effect of continuance commitment on performance of selected
manufacturing companies in central, Uganda

Source, Field data, 2016

Variables Adjusted (R | F Sig Interpretation | Decision
Continuance 0.569 | Not Accepted
179 i e
commilment Vs 0.69 372 . Significant
0.138

Performance

Coetticient Beia

L

{onstruct 20

source Field data, 2016

The findings through the regression analysis shows that the continuance commitment accounted
tor performance of selected manufacturing companies in central. Uganda by 069, Implying that
continuance commitment affected performance by 6.9% implying that other factors play much in

atlecting the performance.

The findings suggest that the significance level of .569was above the threshold of 0.05. The
calculated F-Statistic of .372is lower compared to significance of the study. This fact provides

evidenee 1o the fact that the effect is not significant
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Zoncerning the coefficients, the continuance commitment had the beta for .372 besides both the
ndependent and dependent variables have significance values above and 0.569 0.138

-espectively, This means the variable is not very important to the model and can be removed.

Continual commitment affect the organizational performance. The severity of these "losses often
necreases with age and experience. You're more likely to experience continuance commitment il
you're in an established, successful role, or if you've had several promotions within one

yrganization.

1
Continuance commitment at some point in their careers, because they'll feel that they need
stay in their job to receive pay and benefits. And some people wili likely feel a sense of
wrmative commitment it their organization has invested a ot in their training and development.
of selected

+4 Effect of Normative commitment on performance of seclected of

manufacturing companies in central, Uganda

the third objective of the study was set to examine the effect of normative commitment on
serformance of selected Universities in Mogadishu. Somalia. The data collected s presented in
subsequent sub chapters and tables as below

['able 4.4.1: Shows Normative commitment of selected manufacturing companies in central.

Uganda

S Deseriptive Stafisties
R Mean | Std. Dev | Interpretation
NORMATIVE COMMITMENT o
I would feel guilty if I left my organization now 2.39 9 Low |
[ would not leave my organization right now because | 2.42 .96 v  Low .
I have a sense of obligation to the organization ‘

“This organization deserve my loyalty 233 19  Low
A,.l,.i}i.’,} highly motivated to be in this organization 243 | .97 I T m;,,,}a‘,’,..‘:‘j |
‘The management of the organization provide 2.26 98 ; Low
leverage to being here ~a o
My agreement with the organization requires more 2.33 901 | Low

| SCIVICES ) : e

I There 1s sufficient evidence that my organization 2.30 98 Low
develops me appropriately I
Average 2.35 0.96 l f.ow

|
e }

Source Field data, 2016
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Table 4.4.labove shows findings on the study of effect of normative commitment on
serformance of selected manufacturing companies in central, Uganda .The lindings presenied

were interpreted as below by considering the mean and standard deviation.

According to the respondents, [ would feel guilty if I left my organization nowhad a mean ol
2.39, standard deviation of .99interpreted as low. | would not leave my organization right now
because [ have a sense of obligation to the organization had the mean of 2.42with the standard
deviation of .96 interpreted as unsatisfactory this implies that the respondents clearly showed that

if given another somewhere else, can leave their organization.

The responses had a mean of 2.33 on this organization deserve my loyalty with standard
deviation of .96 and this was interpreted as low. I am highly motivated (o be in this organization
accordingly had mean of 2.43 with the standard deviation of .97 which was interpreted as low.
According to the findings, it was identified that the organization lacks motivation for their

emplovees.

The munagement of the organization provide leverage to being here had mean of 2.26 with
standard deviation of .98 and according to the scale it was interpreted as Unsatisfactory. 2.33 was
presented as the mean of My agreement with the organization requires more services which had
the standard deviation of .90. and this was considered as low. There is sufticient evidence tha
my organization develops me appropriately which had a mean of 230 with the standard
deviation of .98 and it was interpreted as low implying that there is insuflicient evidence known

by the employees on how and ways in which the orpanization develops them apprepriately.

The average mean on effect of normative commitment on performance of selected Universities
i Mogadishu, Somalia was of 2.35 with the standard deviation of 0.90 interpicted as fow
implying that many respondents clearly showed that normative commitment has a great eflect on

performance.

Normative commitment occurs when you feel a sense of obligation to vour organization. even if’
you're unhappy in your role, or even if you want to pursue better opportunities. You tfeel that vou

should stay with your organization, because it's the right thing to do.
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Normative commitment is influenced by person’s experiences both before and after entering the
srganization. This means that not only organizational socialization but also socialization that
securs in the families and society at large also affects how employee’s normative commitment

levelops.

1.4.2Effect of normative commitment on performance of selected manufacturing companies in

sentral, Uganda

I'able 4.4.2: Shows the effect of normative commitment on performance of selected

mantifacturing companies in central, Uganda

Variables Adjusted (Rz) F Sig [nterpretatmi‘(;ri‘ Decision
Normative 10.855 [Not ‘Accepted
commitment Vs 0.007 0.037 Signiticant
Performance 0.221
Coelhcient Beta T
Constriet 086 [ R R

|

Souree Field data, 2016
The elfect of normative commitment on performance of selected Universities reveals that the
cAfect was shown by the adjusted R of .007 showing that normative commitment has a 0.7%
effect on performance of the Universities. Tt implies that other laciors much alfect the

performance of the universities and normative commitment does so little.

Concerning the significance level the leve!l of significance was 0.835 even the | staustics is less
than the sig ihe researcher conclude that no significant relationship between qormative and
pertermance of the organizations. It implies that normative commitment dogs hittle in influencing

the performance of the universities under questions.

Coneeming the coefficients, the continuance conimitment had the beta for 030besides both the
independent and dependent variables have significance values above and 0.855 (1321

respectively. This means the variable is not very important to the model and can be removed.
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Even the responses from the interview guide reveal that normative commitment: however try not
o rely on it, even if you're unable to achieve affective commitment at first. You should work on
ways to ensure that team members become happy and enjoy their work, without making them

feel uncomfortable during the process.

1.5 Relationship between employee commitment and organizational performance in of selected
manufacturing companies in central, Uganda

The purpose of the study was to determine the relationship between employee commitment and
areanizational performances in of selected manufacturing companies in central. Uganda

Uable 4.5: Showing relationship between employce commitment and organizational
performance of selected manufacturing companies in central, Uganda. (Significant at 0.05

level of significance)

Variable correlated r-value | sig. Interpretati Decision on 1O
value on
L:11615§’5e commitment Vs 560 307 No TAccepted
Significant
relationship i
Crganizational performance ]
I
| |

Souree: Field data, 2016
The findings in table 4.5 above showing relationship between employee commitment and
organizational performance in of selected manufacturing companies in central. Uiganda

. The responses reveal that the significant figure (sig=.307) above the level of significance of
0.05 level of significance. The results show that there is no significant relatioaship between
cinployee commitment and organizational performance. The responses further imply  that
employee commitment and organizational performance. The researcher therefore accepts the
Null hypothesis and concludes that no significant relationship exist between emplovee
commitment and organizational performance of selecied manufacturing comparies n central.

{Uganda

&
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1.5.2 Hierarchical regression Showing the relationship between employee commitment and

srganizational performance

Model Summary : o
Model R R Square Adjusted R | Std. Error of the Estimate
Square ]
P 3617 130 -.739 14594
1. Predictors: (Constant), Normative commitment, Affective commitment, continuance
zommitment
ANOVA" ] - )
Model Sum of df Mean F Sig. |
e Squares Square o
1 Regressio 010 3 003 150 .923¢
¥ N B
Residual 064 3 021 e
Total 073 6 o o
1. Predictors: (Constant), Normative commitment. Affective ;
sommitment, continuance commitment o ‘
5. Dependent Variable: Performance of manufacturing |
sompanies . e
T Coefficients'
Model Unstandardized Standardize 1 Sig
Coefficients d !
Coefficients i
I (Constant) 23491 2351 Lo 999 aen
Affective -215 488 =277 SEEND 689
commitment 3 o
Continuance 138 695 147 199 855 .
commitment e
Normative .093 1.240 053 073 945
| commitment I '

a. Dependent Variable: Performance of manufacturing

companies

Source: Field data, 2016

The effect {or all the three independent variables on organizational performance was computed

to be at an R Squared coefficient of .130. It meant that the variables accounted tor 3% of the

variation in organizational performance could be explained by the three variables belonging o
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:mployee commitment. This denotes a low rate of influence that the variables have on

weanizational performance of the banks in question.

The ANOVA section also offers collaborating evidence to support the fact that there is a no
significant amount of influence. The p value for the test was established at 923" 0.05. The F
/alue for the test was computed to be at .150 which is low. The implication was that all the

sariables combined had no significant influence on organizational performance.

“inally, the individual constructs of employee commitment had to be checked for their relevance
n the model. Findings suggested that the p values for the betas of all the three were not

dgnificant as they were all computed at689.855 and .9435 above the. The ( statistics for all of the

hree variables were computed and were above the threshold with respect to he degrees of

Teedon.
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CHAPTER FIVLEE

DISCUSSION, CONCLUSIONS, AND RECOMMENDATIONS
3.0 Introduction

This final chapter of the report deals with the discussion of the findings presented in the
sreceding chapter. The discussion is made with reference to other similar works done in previous
studies. The sub chapter then draws conclusions from these discussions after which it offers its
ecommendations. It suggests areas that are potential grounds for research that could not be

sompleted in the body of this report.

5.1 Discussion of Findings

'his section was further organized into three subsections with respect 1o the research objectives
‘hat guided the study.

5.1.1 Effect of affective commitment on performance of selected manufacturing companies

n central, Uganda

“rom the findings, it was found that affective commitment has a low effect on the performance
o[ the Universities in Mogadishu. This implies that other factors much contribme or alfect the
serformance of the Universities. The revelation from the study never the less has similar
limensions and are related to the authors like Porter and Mow day et al. (1979) describe
tfective approach as “the relative strength of an individual’s identification with ard involvement
n a particular organization. Therefore, an individual who is alfectively commiuned or
:motionally attached to the organization, believe it to achieve goal and values ol the organization
works hard for the organization and committed the organizational performance. The authors
Mowday (1982} Meyer & Allen (1996) even argued that affective commitment with work
axperiences where employees experience psychologically comfortable feelings (such as

ipproachable managers), increasing their sense of competence (such as feedback).

Beck & Wilson, 2000) argued that affective commitment development involves identification

with the organization and internalization of organizational values. The second component of

Allen and Mever's model of employee commitment is continuance commitiment.
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5.1.2 LEffect of continuance commitment on performance of selected manufacturing

:ompanies in central, Uganda

T'he findings on continuance commitment among the employees in the Universities ol

Viogadishu reveal that continuance commitment affect performance of the organizations was
ow, this goes with the implication that other factors much affect performance than
yrganizational commitment. Past researches never the less by Dex and Smith {2001} applied
JLS regression of the Continuance commitment scale, a range of covariates using data from the
1998 Workplace Employee Relations Survey (WERS) conducted in British estabiishments trom
Jetober 1997 to June 1998 to model the determinants of the extent of employees™ normative or
Hective commitment to their employer and found that access to some family - {Tiendly policies
such as child care and working at home, improved employees’ commitment in the privaie sector

jut not in the public sector.

L0 (2009) examined the relationship between Continuance commitment. lecdership siyles
focusing mainly on transformational and {ransactional leadership styles) and employees’
smployee commitment in Malaysia using regression analysis and found thal transformationat

caders are more able to bring in commitment in employees than transactional leaders

‘ven Shastri. (2010) examined the relationship between charismaiic leadership and emplovec
omanitment m Indian organization with a sampte of 147 employees from Eastern and Northern
ndiz and found that the two major antecedents (Charismatic leadership and job satisfacuon)
wxert strong effect on employee commitment of the employees of Indian orgaiization m the

tudy sample.

5.1.3 Effect of normative commitment on performance of sclected manufacturing
rompanies in central, Uganda

fhe findings on employee commitment normatively atfected the periormance of the
nanufacturing performance. The effect was low oan performance, the commitment on the
wrmative grounds was found wanting implying that more other factors mere than allect

yeriorinanee other than commitment.
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Mevyer and Allen (1997) described normative commitment as a feeling of obligation to continue
employment. Internalized normative beliefs of duty and obligation make individ.als obliged to

sustain membership in the organization

According to Wiener and Gechman (1977) commitment behaviors are socially accepled
behaviors that exceed formal and/or normative expectations relevant to the object of
commitmeni, Normative commitment is also viewed as the totality of internalized normative

pressures to act in a way which meets organizational goals and interests

Mever and Allen (1991) argued that affective, continuance and normative commitment are
components of organizational commitment, rather than types because the employee-employer

relationship reflects varying degrees of all three.

5.2 Conclusion

The 1irst objective established that affective commitment of the employees in the organizations
had a low eflect on the performance of the organization. The researchers conclude that affective
commitment affects the performance of the organizations though the effect implies prevalence of

aany other factors affecting performance.

The second research objectives concluded that continuance commitment among the employees in
e Universities of Mogadishu had a low effect on organizational performance of the
manufacturing companies in Uganda meaning that other factors account more to performance of

the organizations under the study

The third objective presented and attained results showing that the normatively was low clearly
showed that normative commitment has a low effect on performance of the orgenizations. The
researcher concluded that the level of normative commitment does not have a strong bearing on
organizational performance in the Universities. On overall the researcher established that there
was a relationship between employee’s commitment and performance of selected manufacturing
companies in central, Uganda even though other factors other than commitment-do supplement

in the performance dimension.
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5.3 Recommendations

5.1.1 Effect of affective commitment on performance of selected manufacturing companies
in central, Uganda

The effect was [ow so the researcher recommends that the organizations prepare a
:omprehensive and integrated system of performance management for building the employee
:ommitment. Employee development programs should be designed in such way that they enable

:mployees to gain knowledge and skill for present job and for the next higher job as well.

3.1.2 Lffect of confinuance commitment on performance of selected manufacturing
rompanies in central, Uganda

“ontinuance commitment to the organizations was found fair the researcher recommend that
sther factors other than be focused on much to enable their contribution to the performance.
~nhancing of employee commitment is vital {or effective functioning of an organization. and to
nake the organization grow and expand at a faster pace. Organization is required to integrate all
he determinants of employee commitment in a way that should lead to high productivity and

wrofitability.

.1.3 Effect of Normative commitment on performance of selected munufacturing
‘ompanies in central, Uganda

since it was found that there was low effect of employee commitment on organizational
wrformance, the management of companies are advised to hire employees who are likely to
secome linked to the organization. The management should have a clear investigation ol the
sther factors that atfect performance and evaluate their existence and influence on performance.
(he organization must exhibit a high level of commitment to its cmployees. [ 2mplovees are
oncerned about losing their jobs, there is very little likelihood of high level of emplovees”
:ommitment. I people are not given adequate resources, facilities and training they will ot be

ikkely to view the organization as being committed to them as well.

.4 Areas of further research
stven the time. complexity and scope that requires concentration on key issues. the researcher
ecommends that further researcher be carried out on the following to complement that employee

-ommitment and organizational performance in manufacturing organisations.
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The organizational culture and organizational performance
Employee attitudes and organizational performance

5.5 Contribution to existing Knowledge

T'he study is quite instrumental in augmenting the body of knowledge speciflically regarding
smployee commitment and organization performance. It was established that employees of
selected manutfacturing companies in central, Uganda are not committed though operating on
werage. This contrary to common knowledge that assumed such universities had overall success.
Jther researchers have established a high level of effect of employee commitment and
wganizational performance. This study has provided evidence to suggest that employee
rommitment dimensions are not successful overall. Finally there was no study specific on
'mployee commitment and organizational performance of selected manufacturing companies in
entral. Uganda. This being the first study presents an opportunity for other studies to be carried

sut Lo support, complement or dispute these findings.
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Appendix i: Questionnaire

I am a student of Kampala International University from the College of Economics and
Management pursuing the master’s degree in human resource management: On topic “Employee
Commitment and Organizational Performance of selected manufacturing companies in central.
Uganda”. As part of the requirements to fulfill the award of a degree. am requested to write a
research therefore, the information provided will be purely for academic purposes therefore
request for a few minutes of your time to answer the questions below.

SECTION (A)-DEMOGRAPHIC ASPECTS

Direction: Please tick the column corresponding rating that best describes your response using
he guide below
. Gender

Male T

Female L1
2. Age

20-25 ]
26 -35 ]

645 [
46 above ]

3. Level of education

Masters
Degree

Diploma

I

Others

1. Time of service in organization
1-5 years |
6-10 years [ 1

10 above ]

LA
LA




SECTION B: Employee commitment

1= strongly disagree, 2= Disagree, 3= Agree. 4= Strongly Agree

Affective commitment in selected of selected manufacturing companies in central, Uganda

Scale [ 1 1_'2

1 would be happy to spend the rest of my career in this
organization :

[ enjoy discussing my organization with people outside it

AC3. |1 really feel as if this organization’s problems are my own

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

Overall scale

56

Responses
Scale 1 x 2 13
CCt. T got another offer for a better job elsewhere | would not | :
~ifeel™. it was right to leave my organization N
CC2. | Jumping from organization to organization does not seem at %
all unethical to me 1 1 li
CC3. | I was taught to believe in the value of remaining loyal to one _,,_i, - mé— o
organization ‘ l
"CC4. | The cost of leaving this organization is higher I o N
CC5. | 1 gain skills because of being part of this organization o |
"CC6. | I can easily find alternative work in any organization after thism; [ R

AC4. |1 think I could easily be attached to another organization as [
am to this one I
ACS, | I donot feel like part of the family at my organization
AC6. | Idonot feel emotionally attached to this organization T ‘
"AC7. | This organization has a great deal of personal meaning forme | | |




CC7.

There is sufficient benefit than [ would attain it else were

Normative commitment of selected manufacturing companies in central, Uganda

Normative commitment
Scale 1 2 13 lg
NCI1. | I would feel guilty if I left my organization now T
NC2. | I would not leave my organization right now because | have a R
sense of obligation to the organization o
NC3. | This organization deserve my loyalty
NC4. | I am highly motivated to be in this organization R
NCS. | The management of the organization provide leverage to | o
| being here _
NC6. | My agreement with the organization requires more services ]
'NC7 | There is sufficient evidence that my organization develops me o B |
| appropriately i} D S ;
SECTION C: ORGANIZATIONAL PERFORMANCE
Ylease evaluate the statement by ticking in the box with the number that best suits vou.
Scale h o 203 |4
PET | Our state of pl'ailtability is steadily growing L
PF2 | The university can effectively earn profits o
PF3 | The cost per unit of operations are low S
PF4 | There is effective cost management in the organization B
S SN TR N N
PF5 | Profits enable better payment to the statf §
|
PF6 | There is high levels of money controls ;
N
PF7 1 Our University capacity is expanding in operations | [
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PF8 | There is a steadily moving sales growth in the”o*pgrélt'i'oh‘sww -
PF9 | There is effective output in operations of our businesses
| PF10 | The employee unit output is very low and does not reduce
operations
PF11 | The returns in terms of output has tremendously increased - B




APPENDIX II: INTERVIEW GUIDE

1. What is the level of employee commitment in the organizations?

()

What is the level of affective commitment in your organizations?

What are the challenges affiliated with affective commitment in your organizations?

L

4. What is the effect of continuance commitment on the universities performance?

5. What are the challenges associated with the universities management in commitment ol
employees

6. What level of normative commitment is fundamental in the operation of organizations?

7. What are the level of organizational performance for your organizations?

8. What is the state of profitability of your organizations?

9. What is the degree of market growth in your organization

10. Comment on the customer growth in the organization of study?
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