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Abstract: The purpose of this paper is to examine a few sample
data on the impact of quality of work life on organizational
commitment with the mediating effect of job embeddedness in
higher institutions of learning in Taraba State, Nigeria. A survey
research was conducted with some questionnaire distributed.
Thus, content and face validity, reliability and data normality
are considered, after analyzing the data some items that
correlated low with other items were deleted, in whichthe
reliability of the scale is improved. The result showed that the
Cronbach’s Alpha is above the minimum threshold,It is
therefore concluded that the items are reliable for future
research and it is recommended that the items can be used for
future studies.

I. INTRODUCTION

uman resource management has taken a new direction

from the traditional role of only recruiting process and
administrative roles to maximizing the productivity of an
organization by enhancing the efficiency of its workforces.
This is because they supervise the most essential factor of an
effective organization. The dynamics in the business world
necessitate the importance of ensuring that the employees are
not only selected and well placed, but they have an enabling
environment to succeed (Singh & Gupta, 2015). Organization
maintained its stability in terms of productivity, financial
viability and employee commitment when organizations can
recruit, train, retrain and retain skilled individuals (Faloye,
2014). Organizational commitment is the individual
psychological attachment to the organization, it lowers the
level of intention to leave and gives higher level of
productivity (Medhi, 2021; Eberman, Mazerolle & Eason,
2019; Frontinha, Eason, & Van 2019; Yousef, 2017).

Organizational commitment has been an essential factor in
determining the success of an organization, when there is a
constant decrease in productivity then there is a problem in
commitment. Organizational commitment is the main factor in
maintaining and increasing productivity, it also reduces
turnover rate. Thus, decrease in productivity and increase in
turnover rate signal problem of organizational commitment
(Rusdiyanto, 2020, Jonathan, 2019, Latham, Borgogni &
Petitta 2018). Lack of organizational commitment gives
negative effect on employee productivity and turnover rate
which to a large extent contributes immensely to the failure of
organization (Da Silva, Castro, Dos-Santos &Neto, 2018;

Dechawatanapaisal, = 2018; Cesario, & Chambel, 2017;
Babalola, Stouten & Euwema, 2016; Igbaekemen & Idowu
2014).

Quality of work life is the workplace strategies, operations
and environment that promote and maintain employee
satisfaction with an aim to improving working conditions for
employees and organizational effectiveness for employers
(Owolabi, 2018). The basic idea of quality of work life
involves employee learning capability and organization
environment without which jobs become threatened; there is
insecurity, and increased levels of employee dissatisfaction.
Quality of work life encompasses working conditions,
financial and non-financial benefits and management behavior
towards workers. Workers unrests often have to do with
workers quality of life,the work life of workers is as important
as their personal lives and their satisfaction and contentment
in both aspects of life is very important to keep their lives and
organization as well (Owolabi, 2018). Quality of work life
seeks to create a culture of work commitment in organizations
and society at large so as to ensure higher productivity and
greater job satisfaction of the employees. It is the degree to
which members of a work organization are able to satisfy
important personnel needs through their experience in the
organization. Quality of work life (QWL) is a dynamic
multidimensional construct that includes concepts such as job
security, reward systems, training and career advancement
opportunities and participation in decision making. The
concept of quality of work-life is a comprehensive term that
includes work ethics and several facets of working conditions,
measures for working conditions, employees’ satisfaction, and
efficiency in production. Sirgy, Efraty, Siegel, and Lee (2001)
define quality of work life as employee satisfaction with a
variety of needs by means of resources, activities, and
outcomes stemming from participation in the workplace.

Over the past decade, increasing research attention has
focused on embeddedness, the idea that individuals may
become engrossed in their organization to be inseparable
(Mitchell, Holtom, Lee, Sablynski, & Erez, 2001). Mitchell et
al. (2001) introduced the job embeddedness concept focusing
narrowly to explain why people stay in their jobs. Job
embeddedness indicates decisions to participate broadly and
directly, and it focuses beyond dissatisfaction related leaving
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(Lee et al., 2004). Job embeddedness refers to a broad set of
influences on an employee’s decision to stay on the job
(Holtom, Mitchell & Lee, 2006). These influences include on-
the job factors such as bonds with colleagues and the fit
between one’s skills and what the job demands,in addition, it
includes off-the-job factors. Some examples of off-the-job
factors are personal and community commitments (Holtom,
Mitchell & Lee, 2006). Based on Empirical studies it was
discovered that people that are embedded in their jobs are less
likely to quit than those who are not embedded. Employees
who feel strongly embedded and committed may define their
relationships with their employers as long-term relationships,
as opposed to employees who have lower levels of
embeddedness and commitment to their organizations
(Heymann 2010; Mallol et al 2007; Mitchell et al 2001).

1.2 Problem Statement

The role of organizational commitment in today’s business
world cannot be over emphasized because it is an important
factor that determines the success of an organization, thus, no
organization can perform to its peak unless each employee is
committed to the organizations objectives and perform as an
active member of a team. Organizational commitment among
staff is key as employees that are committed would remain
attached to the organization and give in their best. Human
resources are considered the main factor that makes up an
organization without them nothing in the organization would
get done.

The concern in quality of work life is not only to improve life
at work but also life outside work; it is nothing rather than
having a work environment where an employee’s
accomplishments become more important. QWL is not a
unitary concept, but a multidimensional construct that has
incorporated a variety of interrelated factors, researchers
explained that what constitutes quality of work life depends
on the environment and the industry where the study is
conducted (Kwahar & lyorstuun). This is a complex problem,
however, because it is difficult to isolate and identify the
attributes which affect the quality of working life in all
employees, because to balance between an employee’s work
demands and outside interests or pressures entails a thorough
search to understand what employees actually need, knowing
well that what appeals to one might not be applicable to other
(Oludayo, Falola, Ahaka, & Fatogun). In view of these
perculiarities the paper used remuneration and benefits, job
security and job career satisfaction, training and opportunity
for personal autonomy, homework balanceas construct of
quality of work life, job embeddedness as mediating variable
and organizational commitment as dependent variable and
carried out empirical pilot test in the context of higher
institutions in Taraba State,Nigeria.

According to Cadete (2017) pilot study is carried out to
determine the feasibility of research design. Polit and Beck
(2017) added that it is also to prevent the occurrence of fatal
flaws in a study that is costly in time and money. It is
important to also generate lessons to inform subsequent
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studies. Hence, the aim of this study is toidentify potential
problem areas and deficiencies in research instruments and
protocol prior to the implementation during the full study, so
as to get information whether a full scale study is feasible and
list any recommended amendments to the design of the future
study.

Il. LITERATURE REVIEW
2.1 Organizational Commitment

The meaning of organizational commitment was first provided
by Whyte in 1956. He explains it thus: “a man of organization
not only works for the organization, but he also commits
himself to the organization, and feels as if he belongs to it”
(Whyte, 1956:143). After Whyte, many researchers such as
Mowday, Steers, Becker, Allen, and Meyer have studied
organizational commitment and this has made it an important
subject in the area of organizational studies. Organizational
commitment is one of the basic concepts that describe the
relationship between an employee and an organization. Along
with such concepts as work commitment and job satisfaction,
it has been one of the leading research subjects for over 30
years.

The idea of organizational commitment is considered as an
old notion due to a lot of changes and fluctuations in the 21st
century, such as globalization, technological development and
other reasons, and an outdated term. Commitment is the
feeling of loyalty that employees have towards the
organization that they work for, which largely depends on the
extent to which they believe in the values and aims of the
organization and feel personally involved in the task of
making the organization successful. Torrington (2005)
explains that commitment is a two way process which the
organization itself has to initiate. This can be done by creating
a clear employer brand and group identity so that the right
people are recruited by the organization, and ensuring that the
values of its brand image are delivered, by treating employees
fairly and maintaining trust.

Allen and Meyer (1990) developed an early model that has
received considerable attention on the concept of
organizational commitment. The three-component model they
advocated was based on their observation that existing
definitions of commitment at that time reflected at least three
distinct themes: an affective emotional attachment towards an
organization (affective commitment); the recognition of costs
associated with leaving an organization (continuance
commitment); and a moral obligation to remain with an
organization (normative commitment). They also argued that
one of the most important reasons for distinguishing among
the different forms of organizational commitment was that
they have very different implications for behavior. Although
all three forms tend to bind employees to the organization, and
therefore relate negatively to turnover, their relations with
other types of work behavior can be quite different (Meyer et
al., 2002). Strong commitment brings desired effects in the
organization such as low staff absenteeism and fluctuation,
high productivity as well as determination of dispositional and
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situational attributions contributing to strong commitment
development (Meyer, et al., 2002).

2.2 Quality of Work Life (QWL)

The concept of quality of work life (QWL) was first launched
by Davis (1973) at the "43rd American Assembly on the
Changing World of Work™ at Columbia University. It was
reported by researchers who participated at the event that
improving the place, the organization, and the nature of work
can lead to better work performance and a better quality of life
in the society (Wyatt & Wah, 2001; Sadique, 2003; Islam &
Siengthai, 2009). Hackman and Oldham (1974) suggested that
an individual’s psychological growth needs should be
addressed in any worthwhile endeavour to increase quality of
work life. They refer to it as a philosophy, a set of principles,
which holds that people are the most important resource in the
organization as they are trustworthy, responsible and capable
of making valuable contribution and they should be treated
with dignity and respect.Quality of human resources hinge on
the quality of work life obtainable through the organization,
the concern in quality of work life is not only to improve life
at work but also life outside work; it is nothing rather than
having a work environment where an employee’s
accomplishments become more important.Quality of work life
(QWL) is a dynamic multidimensional construct that includes
concepts such as job security, reward systems, training and
career advancement opportunities and participation in
decision making. The concept of quality of work-life is a
comprehensive term that includes work ethics and several
facets of working conditions, measures for working
conditions, employees’ satisfaction, and efficiency in
production. Sirgy, Efraty, Siegel, and Lee (2001) define
quality of work life as employee satisfaction with a variety of
needs by means of resources, activities, and outcomes
stemming from participation in the workplace. Quality of
work life also entails the verity of efforts to improve
productivity through improvement in humans and it seeks
organizational effectiveness through enhancement of human
dignity and growth (Allen, 2001). It provides healthier,
satisfied and productive employees, which in turn provides
efficient and profitable organization (Sadique 2003).

Independable variable Mediating variable
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2.3 Job Embeddedness Theory

The theory was first developed by Mitchell and colleagues to
better explain turnover behavior. They referred to a feeling of
being entrenched, stuckness to the job, or a net or a web in
which an individual can become stuck (Mitchell et al., 2001).
That is, job embeddedness encompasses the total forces on an
individual that cause the person to remain at his/her current
job. Since then, job embeddedness has been empirically
demonstrated to impact work-related behaviors such as
turnover, commitment, performance, absenteeism and
citizenship behaviors (Lee, Mitchell, Sablynski, & Burton,
2004; Ng & Feldman, 2009). Job embeddedness is a specific
type of embeddedness and represents a large range of factors
that influence a person’s relationship with a job and
organization. Job embeddedness theory developed as a
reaction to perceived deficiencies within traditional turnover
theory dating back to March and Simon (1958). Turnover
theory tends to look at attitudes such as job satisfaction and
organizational commitment and whether or not there are job
alternatives in determining whether a person will leave the
organization. On the other hand, job embeddedness looks at a
broader range of work and non-work factors for a more
complete view of why people stay with organizations.

1. METHODOLOGY

Considering the fact that this study is a pilot study, a small
sample is randomly selected based on the recommendation of
Malhora (2008); Gorondutse and Hillman (2012) that the
sample size for pre-test is usually few 10% of the total
number, but it might be increased substantially if the test
involves several stages. Hence, a total of 120 copies of the
questionnaire were distributed to academic staff of higher
educational institutions and 80 were completed and returned
for the test. The constructs are measured thus; quality of work
life measures by Kwahar & lyorstuun, Job embeddedness by
Zhang, Fried & Griffeth (2012) and organizational
commitment measures by Allen & Meyer (1990). Thus, the
conceptual frame work;

Dependable variable

Quality of Work 5

Job Embeddedness

Organizational

Commitment

Life

IV. DATA ANALYSIS AND FINDINGS

To help in establishing the validity of the measurement
instruments, exploratory factor analysis (EFA) was conducted
in two phases in two models. Model 1 assessed the validity of
the dimensions of quality of work life while Model 2 assessed
the validity of the mediator and dependent variable, whether
they demonstrate adequate discriminant validity.

Evaluation of Reliability and Validity
Phase 1

The dataset was tested for suitability of factor analysis which
involved assessing the Kaiser-Meyer-Olking (KMQO) Measure
of Sampling Adequacy and the Bartlett’s Test of Sphericity.
In Model 1 (KMO = 0.805) and Model 2 (KMO = 0.813), the
calculated KMO exceeded the recommended minimum of 0.6
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(Kaiser, 1974) while the Bartlett’s Test of Sphericity (Bartlett,
1954) reached statistical significance (Model 1: chi-square =
762.164, df = 253, p < 0.001; Model 2: chi-square = 657.153,
df = 120, p < 0.001), supporting the factorability of the
correlation matrix (see Table 1 below).

Table 1: KMO and Bartlett's Test of Sphericity

Kaiser-Meyer-Olkin .
Model Measure of Sampling Bsa rﬂgg:it'l'e(stz())f Sig. Df
Adequacy P Y
1 .805 762.164 .000 253
2 .813 657.153 .000 120
Phase 2

Exploratory factor analysis was then conducted using the
parameters. The extraction method was Principal Components
Analysis with eigenvalues above 1.000 and supported by the
Scree Plot. To aid in the interpretation of these extracted
factors, Varimax Rotation with Kaiser Normalization was
performed with loadings less than 0.40 omitted to improve
clarity (Tabachnik & Fidell, 2007). These parameters were
implemented in both Model 1 and Model 2.

Model 1

The EFA PCA result revealed the presence of five factors
with eigenvalues above 1 but the Scree Plot indicated the
retention of four factors that relatively depicted the presence
of relatively simple structure (Thurstone, 1947). The
Component 5 was subsequently removed. All the five items of
the Home-Work Balance loaded on Component 1 while for
Job Security and Career Satisfaction 6-items loaded on
Component 2. However, one item of Job Security and Career
Satisfaction, JSCS3 loaded on Component 5, and was
subsequently deleted; hence Job Security and Career
Satisfaction resulted in five items.

Remuneration and Benefits items loaded on Component 3.
One item of the Remuneration and Benefits items (RB3) was
also deleted making the variable 6-items. The item was
deleted because it loaded on Component 5. Lastly, Training
and Opportunity for Personal Autonomy items loaded cleanly
on Component 4 (Table 2). The four factors explained a total
of 64.738% of the total variance explained (Table 3).
Component 1 accounted for 19.522% of the variance followed
by Component 2 (14.356%), Component 3 (12.087%), and
Component 4 (11.540%).

Further check of validity were conducted by calculating the
Average Variance Extracted (AVE) and the Composite
Reliability (CR). AVE measures the level of variance captured
by a construct versus the level due to measurement error.
AVE values above 0.5 (Hair, Hult, Ringle&Sarstedt, 2014)
are acceptable. On the other hand CR is a less biased estimate
of Cronbach’s Alpha. A minimum value of 0.7 is
recommended for CR (Hair et al., 2014). Going by these
recommendations, the values for AVE were 0.623, 0.560,
0.541 and 0.818 while for CR the values were 0.863, 0.867,
0.711 and 0.942 for Home-Work Balance, Job Security and
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Career Satisfaction, Remuneration and Benefits and
Training and Opportunities for Personal Autonomy
respectively. All the values were above the minimum
threshold and therefore, valid and reliability. The Cronbach’s
alpha calculated was found to be also above the minimum
threshold of 0.70 (Nunnally, 1978) giving that the values were
0.721, 0.707, 0.729, and 0.713 for Home-Work Balance, Job
Security and Career Satisfaction, Remuneration and Benefits
and Training and Opportunities for Personal Autonomy
respectively.

Table 2: Rotated Component Matrix

Component

1 2 3 4 | A cr| a

HWB4 .846 .654 | .904 | .905

HWB5 .824

HWB2 .817

HWB3 782

HWB1 174

JSCS5 0.843 507 | .834 | .703

JSCS4 0.768

JSCS2 0.764

JSCS6 0.575

JSCS1 0.568

RB3 773 531 | .824 | .835

RB2 743

RB1 731

RB5 . 576

RB4 573

RB7 .558

TOPA5 0.797 | .500 | .832 | .829

TOPA1 0.731

TOPA4 0.698

TOPA2 0.691

TOPA3 0.606
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Eigeensvalu 2519 | 2.889 1.g9 1.342 Extraction Method: Principal Component Analysis.
% of 144 | 121 Rotation Method: Varimax with Kaiser Normalization
variance 19.5% % % 11.5% . . . .
a. Rotation converged in 8 iterations.
Table 3: Total Variance Explained
Initial Eigenvalues Extraction Sums of Squared Loadings Rotation Sums of Squared Loadings
Component Total V;/rni:rfce Cumulative % Total VaO/roi;r:ce Cumulative % Total V;/roi;rfce Cumulative %
1 7.549 32.822 32.822 7.549 32.822 32.822 4.490 19.522 19.522
2 2.889 12.559 45.381 2.889 12.559 45.381 3.302 14.356 33.877
3 1.796 7.810 53.191 1.796 7.810 53.191 2.780 12.087 45.964
4 1.342 5.833 59.024 1.342 5.833 59.024 2.654 11.540 57.503
5 1.314 5.714 64.738 1.314 5.714 64.738 1.664 7.235 64.738
6 .983 4.275 69.013
7 .932 4.050 73.063
8 .859 3.736 76.799
9 726 3.158 79.956
10 .700 3.043 83.000
11 524 2.280 85.279
12 466 2.028 87.307
13 449 1.951 89.258
14 424 1.843 91.101
15 .363 1.580 92.682
16 .309 1.343 94.025
17 .295 1.280 95.305
18 272 1.181 96.486
19 .223 .968 97.453
20 .182 791 98.245
21 157 .682 98.927
22 144 625 99.552
23 .103 448 100.000
ExtractionMethod: PrincipalComponentAnalysis.
Model 2 The two factors explained a total of 55.140% of the total

The EFA PCA result revealed the presence of four factors
with eigenvalues above 1 but the Scree Plot indicated the
retention of two factors that relatively depicted the presence of
relatively simple structure (Thurstone, 1947). Component 3
and Component 4 were subsequently removed. Eight items of
Organizational Commitment and Job Embeddedness loaded
on Component 1 and Component 2 respectively. This implies
that one item of Job Embeddedness (JE6) and two items of
Oganizational Commitment (OC1 and OC2) were removed.
While the JE6 loaded on Component 3, OC1 and OC2 loaded
on Component 4. Hence the EFA produced a two-factor
component  structure  consisting of  Organizational
Commitment and Job Embeddedness.

variance explained (Table 5). Component 1 accounted for
30.054% of the variance followed by Component 2
(20.086%). Further check of validity as indicated by AVE and
the CR were as follows: for Organizational Commitment,
AVE and CR were 0.629 and 0.912 while for Job
Embeddedness, the values were 0.527 and 0.887 respectively
(see Table 4). The calculated Cronbach’s alpha for
Organizational Commitment was 0.897. Cronbach’s alpha for
Job Embeddedness was initially 0.621 but when the item JE6
was removed the value increased to 0.859; hence the Job
Embeddedness construct is a 7-item scale.
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Table 4: Rotated Component Matrix JE9 704
Component JE3 .698
1 2 AVE CR A JE7 .681
0C5 .867 .629 912 .895 JE8 .666
oc4 .834 JE1 628
0C9 .763 JES 527
ocC7 .753
(o]:] 737 Eigenvalues 6.593 2'33
oce 132 % of variance 30.1% 2;'1
oc3 679 2
0C10 514 Extraction Method: Principal Component Analysis.
JE2 182 521 887 | .859 Rotation Method: Varimax with Kaiser Normalization
JE4 719 a. Rotation converged in 3 iterations.
Table 5: Total Variance Explained
Initial Eigenvalues Extraction Sums of Squared Loadings Rotation Sums of Squared Loadings
Component Total VaO/roi;:ce Cumulative % Total V:/roi:rfce Cumulative % Total V;/roi;rfce Cumulative %
1 6.593 41.204 41.204 6.593 41.204 41.204 4.809 30.054 30.054
2 2.230 13.937 55.140 2.230 13.937 55.140 4.014 25.086 55.140
3 1.176 7.351 62.492
4 1.079 6.744 69.236
5 .829 5.182 74.418
6 .802 5.011 79.429
7 .584 3.648 83.077
8 495 3.092 86.169
9 481 3.005 89.174
10 430 2.686 91.860
11 .337 2.109 93.969
12 275 1.721 95.690
13 221 1.382 97.071
14 .183 1.145 98.216
15 176 1.099 99.315
16 110 .685 100.000
Extraction Method: Principal Component Analysis.

V. CONCLUSION AND RECOMMENDATION

Based on the above analysis to determine the validity and
reliability of the instruments, some items that correlates lower
with other items were deleted because it reduces the reliability
of the scale. After deleting those items the internal
consistency reliability increases, thereby making all the
remaining items reliable with Cronbach Alpha above the
minimum threshold. The implication is that the number of
items were reduced from the original numbers, therefore,

potential problem areas were detected and handled and the
amendments will be implemented in the future research. It is
therefore, recommended that the items are reliable and can be
used in future researches.
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