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ABSTRACT
This study was conducted to determine which domain of organizational commitment best predicts work
motivation of government employees. The researchers used descriptive correlation method which includes a
survey conducted with 120 government employees as participants. The adopted questionnaires which the
respondents were asked to answer have been presented and validated. Mean, Pearson-r Correlation and Linear
Regression were the statistical tools used in this research. The findings of the study revealed that government
employees disclosed high level of organizational commitment and work motivation. Moreover, there is a
significant relationship between organizational commitments and work motivation of government employees.
Furthermore, organizational commitment significantly influences work motivation. Continuance commitment as
domain of organizational commitment can singly influence work motivation.
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INTRODUCTION
Employees often feel not being valued because the management is not providing them a necessary support and
assets to attain productivity. Those who punched the clock, bides his time at the office, is likely to be
unmotivated and is excited to punch out at the end of the day, is usually not the best employee. An unmotivated
employee does not seem to care if he has a job or not. This employee doesn't feel sorry for being late and he
doesn't seem to jump in to work with any level of positivism (Lister, 2003).
Moreover, work motivation is an important element in determining employees’ productivity and efficiency. It is
a critical aspect at the workplace which leads to the performance of the department and even the company.
Motivating employees needs to be a regular routine (Crabtree, 2013). If employees are motivated, they are
willing to exert efforts towards the accomplishment of their goal. A motivated workforce resulted high
productivity which helps business goals.
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Connection between organizational commitment and work motivation must not be disregarded. These two are
closely related and it can impact on productivity, creativity, and loyalty of the employees (Odembo, 2013).
Previous studies on organizational commitment have shown that employees with higher organizational
commitment engage in organizational behavior and this, in turn, results in better performance and higher work
motivation that are beneficial to the organization (Alimohamaddi & Neyshabor, et al, 2013). The above scenario
prompted the researchers to conduct the study.
.
Background Information
Employees often feel not being valued because the management is not providing them a necessary support and
assets to attain productivity. Those who punched the clock, bides his time at the office, is likely to be
unmotivated and is excited to punch out at the end of the day, is usually not the best employee. An unmotivated
employee does not seem to care if he has a job or not. This employee doesn't feel sorry for being late and he
doesn't seem to jump in to work with any level of positivism (Lister, 2003).
While acting upon this problem through counter measures, it is still important to discover and find the
underlying factors of Organizational Commitment and Work Motivation of Government Employees.
For that, this research was conducted.
Purpose of the study
The study was conducted to determine which domain of organizational commitment best predicts the work
motivation of government employees.

1.
2.
3.

Research questions
Right now, staying with my organization is a matter of necessity as much as desire. Rate from 1 to 5
I have chosen a work to attain certain input objectives. Rate from 1 to 5
I work to earn money. Rate from 1 to 5

Literature review
Affective Commitment. There is a pool of options on how much an employee actually likes or feels as part of
an organization. Its effect on employee can result to their performance, commitment or may harm the
organization by criticizing it in their social circles because its base is on their personal subjectivity. Affective
commitment is when the gap between individual values and organizational values is minimal. However, the
congruence between individual values and organizational values in employees can also be built and enhanced by
strategies and programs to enhance employee understanding and recognition of organizational values (Orife, et
al, 2010).
Continuance Commitment is an employee’s commitment to continuance affected by the factors driven by
organizational culture. When an employee finds an organization to be positive and supportive, he/she will have a
higher degree of continuance commitment. Important organizational factors like employee loyalty and employee
retention are components of continuance commitment (Orife, et al, 2010).
Normative Commitment is higher in organizations that value loyalty and systematically communicate the fact
to employees with rewards, incentives and other strategies. Same is also true when employees regularly see
visible examples of the employer being committed to employee’s well-being. High levels of job satisfaction, in
turn, reduces employee turnover and increases the organization’s ability to recruit and retain talent (Orife, et al,
2010).
Work Motivation by Interest. Interest and motivation are of central importance to educational psychologists,
because they denote phenomena that are said to mediate cognition and learning, and therefore individual
development (Roth and Hsu, 2008).
Work Motivation by Income. Money is an effective, powerful and simple motivator. Self-evidently, money
motivates and extra money motivates people to work extra hard. It’s natural to compete, and when rewarded
with money for better work then productivity and standards are raised for all. Further, because it is not always
wise or indeed possible to promote individuals, money can be used as an equitable and very acceptable way to
reward all workers. More important, because money is a generalized reinforcer it is always acceptable to all
people everywhere and at all times. Money talks, and it talks loudly and clearly (Furnham, 2012).
Work Motivation by Drive. Individual’s personal drive is often the starting point of motivation. This drive
helps individuals focus on specific goals they wish to achieve or how they wish to improve their life. All people
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have some level of personal drive. They may focus their personal drive on obtaining educational degrees,
building a family or starting a business. Personal drive may be enhanced by the extrinsic motivational factors
found in the goals individuals are attempting to achieve (Vitez, 2018).
Work Motivation by Self. Self-motivation is a power that drives us to keep moving ahead. It encourages
continuous learning and success, whatever be the scenario. Self-motivation is a primary means of realizing our
goals and progressing. It is basically related to our inventiveness in setting dynamic goals for ourselves, and our
faith that we possess the required skills and competencies for achieving those challenging goals. We often feel
the need for self-motivation (Juneja, 2008)

Methodology
The researchers used descriptive correlation method. This method is appropriate in determining the relationship
between organizational commitment and work motivation of government employees. There were 120
respondents in the survey conducted by the researchers. Questionnaires for organizational commitment and
work motivation were adopted. The adopted questionnaires were personally given to the respondents by the
researchers. The survey conducted is compliant to the research survey ethics protocol which reserved the
confidentiality of the personal information of the participants.
Data Collection Methods
The study used questionnaires for organizational commitment and work motivation. The adopted
questionnaires were personally given to the respondents by the researchers and duly accomplished by the
respondents
Data Analysis
The researchers used descriptive correlation method of study. This method is appropriate in determining the
relationship between organizational commitment and work motivation of government employees. There were
120 respondents in the survey conducted by the researchers. Questionnaires for organizational commitment were
answerable by scale of 1 to 5 in which 5 indicates as always, 4 as often, 3as sometimes, 2 as seldom and 1 as
never. Meanwhile, the questionnaires for work motivation were also answerable by the scale of 1 to 5 in which 5
indicates as strongly agree, 4 as agree, 3 as undecided, 2 as disagree and 1 as strongly disagree.
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Discussion of Findings
Level of Organizational Commitment among Government Employees
Presented in Table 1 is the level of organizational commitment of government employees and they
revealed high with the mean rating of 3.55. Moreover, they disclosed high level in terms of affective
commitment and continuance commitment with mean ratings of 3.79 and 3.79 respectively. This means that in
general, the employees are highly committed in their organization because they have a sense of belongingness
and emotional attachment. Further, they revealed moderate level in terms of normative commitment with the
mean ratings of 3.45. It sometimes proves that every employee, loyalty is more of a personal value rather than
organizational and normative commitment depends on personal meaning.
This finding affirms with the statement of Anderson et al (2010) indicated that affective commitment
is directly proportional to positive work experience which could be personal or individual experience.
Moreover, continuance commitment shows that even though how stressful the work is, but the fear of leaving
and not getting any job right after could lead to cataclysm.
Table 1 Level of Organizational Commitment of Government Employees
Indicator
Affective Commitment
Continuance Commitment
Normative Commitment
Overall

SD
.58
.58
.49
.45

Mean
3.79
3.79
3.45
3.55

Descriptive level
High
High
Moderate
High

Level of Work Motivation of Government Employees
Presented in Table 2 is the level of work motivation of government employees and they showed high
level with a mean rating of 4.21. This indicates that government employees are often motivated in working,
and most of them consider personal objective as goal like they want to be proud of themselves, earn money
and want to learn new things. Moreover, they revealed high level for interest and enjoyment with the mean
rating of 4.20; motivation by income with 4.23; motivation by drive with 4.36 and motivation by self with
4.02 respectively. This finding corroborates with the statement of Heathfield (2018) that the reasons for
working are as individual as the person. But, all people work because the workplace provides what they
needed. Through their organizations, they are able to attain their goals and objectives in life.
Table 2 Level of Work Motivation of Government Employees
Indicator
Workers Interest and Enjoyment
Motivation by income
Motivation by Drive
Motivation by self
Overall

SD
.58
.61
.56
.48
.45

Mean
4.20
4.23
4.36
4.02
4.21

Descriptive level
High
High
High
High
High

Relationship between Organizational Commitment and Work Motivation of Government Employees
Presented in Table 3 is the relationship between organizational commitments
And work motivation of government employees as reveal in r- value of .270** with the P value of .003 which
is lesser than 0.05 level of significance.
This implies that organizational commitment of government employees has to do with their work motivation.
Affective commitment and continuance commitment significantly related to work motivation as disclosed in the
r - values of .419** and 0.419** respectively. Their corresponding p – values are lesser than .05 level of
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significance. The result is significant and the rejection of the null hypothesis. This implies further that the higher
is the affective and continuance commitments, the higher is the work motivation.
This finding affirms with the statement of Odembo (2013) that connection between organizational commitment
and work motivation must not be disregarded. These two are closely related and it can impact on productivity,
creativity, and loyalty of the employees.
Table 3 Relationship between Organizational Commitment and Work Motivation of Government Employees
Organizational Commitment
Work Motivation
Enjoyment
Income
Drive
Self
Overall
Affective Commitment
.468**
.158
.284**
.453**
.419**
(.000)
(.084)
(.002)
(.000)
(.000)
Continuance Commitment
.468**
.158
.284**
.453**
.419**
(.000)
(.084)
(.002)
(.000)
(.000)
Normative Commitment
.167
-.010
.065
.198*
.129
(.068)
(.912)
(.484)
(.030)
(.159)
Overall
.323**
.057
.151
.355**
.270**
(.000)
(.536)
(.100)
(.000)
(.003)
** Significant at .01
* Significant at .05
Domain of Organizational Commitment that Best Predict Work Motivation of Government Employees
Presented in Table 4 is the domain of organizational commitment best predicts the work motivation of
government employees. Continuance commitment as domain revealed a t- value of 4.75 with the p – value of
.000 which says lesser of 0.05 level of significance. It implies that this domain can singly influence work
motivation. Moreover, the R square value is .176 which implies that the organizational commitment influence
work motivation of government employees by 17.6%. The variance of 82.4% is attributed to other factors not
covered in the study. Organizational commitment influence work motivation as disclosed in the F –value of
12.491 with the p- value of .000 which is lesser than 0.05 level of significant. This implies further that
organizational commitment has to do with the work motivation of employees. This finding is in parallel with
the statement of Neyshabor, et al (2013) that employees with higher organizational commitment perform better
and are highly motivated which are beneficial to the organization.
Organizational Commitment

Work Motivation
Beta

B

T-value

P-value

Continuance Commitment

.334

.428

4.75

.000

Normative Commitment

-.024

-.026

-.285

.776

R

.419

R²

.176 or 17.6%

F-value

12.491

P-value

.000

Conclusion and Recommendations
Based from the findings, the researchers concluded that government employees disclosed high level of
organizational commitment and work motivation. Moreover, there is a significant relationship between
organizational commitment and work motivation of government employees. Furthermore, organizational
commitment significantly influences work motivation of government employees. Continuance commitment as
domain of organizational commitment can singly influence work motivation.
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