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Abstract 
The purpose of this research is to investigate the interrelationships among the 
three behavioural constructs of job involvement, job satisfaction and organ-
izational commitment. Accordingly, a structural model is developed to de-
lineate the interactions among these constructs and explore the mediating ef-
fect of job satisfaction on the relationship between job involvement and or-
ganizational commitment. A questionnaire-based survey was designed to test 
the aforementioned model based on a dataset of 315 employees working in 
twelve out of twenty six banks operating in the capital city of Jordan, Amman. 
The model and posited hypotheses were tested using structural equation model-
ling analysis. The results indicated that job involvement positively and signifi-
cantly affects job satisfaction and organizational commitment. Additionally, job 
satisfaction proved to be positively related to organizational commitment. 
Furthermore, job satisfaction positively and significantly partially mediated 
the relationship between job involvement and organizational commitment. 
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1. Introduction 

The bases upon which business sustainability and competitiveness can be built 
have fundamentally shifted from tangible to intangible resources. In particular, 
knowledge-based resources, capabilities and competencies reflected in an or-
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ganization’s intellectual capital are increasingly defining today’s “knowledge 
economy” [1] [2]. Therefore, organizations are turning their focus to their hu-
man, intellectual, knowledge management and information system resources in 
recognition of their vital role as a driving force behind their success and the sus-
tainability of their competitive advantage [3] [4] [5] [6] [7], and encouraging 
innovation practices [8] [9]. Therefore, organizations strive to develop a com-
mitted workforce by adopting the best methods to ensure employee retention 
[10] [11]. An example of such methods includes the ability of organizations to 
adopt positive organizational attitudes such as job involvement and job satisfac-
tion [12]. Furthermore, having a motivated, involved, and committed workforce 
is considered an important asset to an organization’s success as keeping em-
ployee motivation, commitment and job involvement up leads to improved 
productivity and lower turnover rates [13] [14]. 

Job involvement has attracted attention as a key contributing factor to an or-
ganization’s success. According to [15], job involvement is seen as means of 
aiding productivity and creating work situations in which individual and organ-
izational goals are integrated. This involvement leads to enhanced satisfaction 
and increased productivity for the organization. Job involvement has also been 
reported to be a top organizational priority as fostering employee involvement 
can enhance an organizational effectiveness [16]. Given that job involvement 
and organizational commitment are considered two factors of vital importance 
for organizations to function properly and survive in today’s ever changing en-
vironment, this research will focus on investigating these concepts and the rela-
tionship between them. Moreover, job satisfaction is chosen as another factor to 
be investigated in terms of its mediating influence on the relationship between 
job involvement and organizational commitment as several studies have stated 
the importance of job satisfaction for organizational commitment and overall 
organizational performance. 

The banking sector in Jordan is considered to be one of the most important 
sectors as it accounts for approximately 11.6% of the GDP [17]. However, busi-
ness organizations today operate in an environment characterized by constant 
change and some of the challenges Jordanian banks face include globalization, 
the emergence of financial innovations, and heightened competition which have 
forced the management of such organizations to develop their human resources 
in particular and their organizational resources in general in order to adapt to 
the surrounding environment and sustain their competitiveness [18] [19] [20]. 
Given all these challenges, some researchers have reported that the commitment 
of organizational members is declining in both service and manufacturing or-
ganizations which have created the need for structural and relational changes 
[21] by adopting modern management techniques [20]. This is supported by 
[22] who stated that many banks are focusing their attention on the organiza-
tional loyalty of their employees as it is reported that banks with highly commit-
ted and loyal employees are effective banks that achieve their desired goals, sig-
nificant profits and the highest performance, and enhance their competitive ad-
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vantage. This argument is derived from the fact that retaining qualified employ-
ees in banks leads to retaining discerning customers. However, according to 
[21], some of the programs adopted by organizations have failed to provide em-
ployees with the satisfaction and commitment required to retain customers who 
inherently influence the survival of service organizations. Therefore, organiza-
tions especially banks need to find ways to maintain the commitment and satis-
faction of their staff by investigating the notions of job involvement, job satisfac-
tion, and organizational commitment in order to survive and succeed. These 
factors may affect work-related behaviours as wok effort, organizational loyalty, 
job performance, absenteeism, intention to leave, and turnover [23] [24] [25] 
[26]. Most existing studies were undertaken in the western business context. It is 
important for organizations to determine whether the concepts and conclusions 
regarding job involvement and organizational commitment hold true in other 
cultural contexts [27] [28] [29]. Furthermore, the literature regarding organiza-
tional commitment in the Middle East in general and in Jordan in particular is 
noticeably scarce [30] [31] [32]. Therefore, it is important to shed light on the 
relationships among job involvement, job satisfaction and organizational com-
mitment in the context of the Jordanian working environment. Another issue 
raised in the literature is the lack of discriminant validity among the constructs 
of job involvement, job satisfaction, and organizational commitment [33] [34] 
[35]. The current study contributes to the literature by providing sufficient evi-
dence of discriminant validity among the three constructs confirming, thus, that 
the three constructs are dissimilar and different. 

This study attempts to address the gaps raised in the literature by examining 
the effect of job involvement on job satisfaction and organizational commitment 
in banks in Jordan. Additionally, the effect of job satisfaction on organizational 
commitment is investigated. Furthermore, the mediating effect of job satisfac-
tion on the relationship between job involvement and organizational commit-
ment is examined.  

1.1. Job Involvement 

Job involvement refers to how people perceive their jobs in relation to the 
working environment, the job itself, and how their work and life are integrated 
[36]. Also, job involvement can be viewed as a psychological condition wherein 
an employee “is cognitively preoccupied with, engaged in, and concerned with 
one’s present job” [37]. One of the early definitions of job involvement was 
proposed by [38] who defined job involvement as “the level to which an em-
ployee is identified psychologically with his job or the importance of job in his 
total self-image”. There is a general consensus among researchers that employees 
with a high level of job involvement would place their jobs at the centre of their 
overall interests [39]. On the other hand, employees with low levels of job in-
volvement concentrate on other interests rather than their jobs [40], and will be 
less creative and innovative [41]. Additionally, [42] argued that employees with 
“high job involvement are more independent and self-confident—they not only 
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conduct their work in accordance with the job duties required by the company 
but are also more likely to do their work in accordance with the employees’ per-
ception of their own performance” (p. 478). 

Employees with high levels of job involvement tend to see their jobs as central 
to their personal character and focus most of their attention on their jobs [43]. 
Job involvement is highly effected by the work environment as it makes one be-
lieve that one’s work is meaningful, offers control over how work is accom-
plished, maintains a clear set of behavioural norms, makes feedback concerning 
completed work available, and provides supportive relations with supervisors 
and co-workers [44]. Though [45] pointed to the similarity of the constructs of 
job involvement and organizational commitment as both are associated with 
worker’s identification with the job experience; however, the two constructs dif-
fer. Job involvement is more associated with identification with worker’s imme-
diate job activities while organizational commitment is more associated with 
worker’s attachment to the organization [44]. 

1.2. Job Satisfaction 

Researchers such as [46] suggested that the investigation of the concept of job 
satisfaction began in 1918. However, others mentioned that the examination of 
the role of work attitude began in 1912 and was highlighted by the Hawthorne 
studies in 1920 and eventually a systematic approach to studying job satisfaction 
was initiated in the 1930s [47]. Job satisfaction is considered an important con-
cept to study as it is relevant both to the humanitarian perspective and utilitarian 
perspective. The humanitarian perspective revolves around the premise that 
level of employee satisfaction refers to the extent that employees are being 
treated fairly and appropriately in the organization. The utilitarian perspective 
suggests that employee satisfaction can lead to behaviours that influence the 
functioning of the organization [48].  

There have been many ideas about what the concept of job satisfaction actu-
ally refers to, but researchers have failed to agree on one definition or factors 
that measure this concept. One reason that the concept of job satisfaction is so 
complicated to define and measure relates to the various factors that can con-
tribute to one being satisfied in his or her work [49]. While on the surface job 
satisfaction seems to be straightforward, it is actually a very complex idea with a 
number of aspects to that must be addressed [49]. According to [50] job satisfac-
tion is a measureable representation of an affective reaction to a particular job 
that is the individual’s satisfaction with his or her job. Other definitions include 
[47] who asserted that job satisfaction is a pleasurable or positive emotional state 
resulting from the appraisal of one’s job. It can also be defined as the general at-
titude that the employee has towards her job and is directly tied to individual 
needs including challenging work, equitable rewards and a supportive work en-
vironment and colleagues [51]. [52] defined job satisfaction as a personal evalua-
tion of conditions present in the job, or outcomes that arise as a result of having 
a job. [53] defined job satisfaction as a collection of feelings that an individual 
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holds towards his or her job. [54] defined job satisfaction as the attitudes and 
feelings people have about their work where positive attitudes indicate job satis-
faction and negative attitudes indicate job dissatisfaction.  

Job satisfaction is usually measured using the three types of job satisfaction 
which include: intrinsic, extrinsic, and general reinforcement [55]. Intrinsic sat-
isfaction refers to how people feel about the nature of the job tasks themselves. 
Here personal factors that focus on individual attributes and characteristics are 
the essence of intrinsic satisfaction [50] [56]. In order to evaluate intrinsic satis-
faction we need to address some key factors such as creativity, achievement, 
morale values, independence and authority. Extrinsic satisfaction refers to how 
people feel about aspects of the work situation that are external to the job tasks 
or the work itself [50]. Extrinsic satisfaction is usually influenced by environ-
mental factors that are associated with the work itself or the work environment 
[56]. The factors that must be addressed to evaluate extrinsic satisfaction are ad-
vancement, company policy, compensation and recognition. Finally there is 
general satisfaction which is the combination of the both intrinsic and extrinsic 
dimensions in addition to two other dimensions which are working conditions 
and co-workers [57]. Job satisfaction can encompass many concepts and plays 
an important role in many of the things that are important in our life not only as 
individuals but also as a society. We should not underestimate the importance of 
being satisfied with one’s work, which has a strong role in defining one’s identity 
and position within our society [49]. According to [58] job satisfaction is one 
important dimension of individual’s happiness at work, as most people spend 
large amounts of time at their work. In this study, job satisfaction is measured in 
terms of intrinsic satisfaction and extrinsic satisfaction. 

1.3. Organizational Commitment 

Organizational commitment has always been a concept of interest to researchers 
but its importance has risen considerably as a result of the changing employ-
ment practices [59]. This has given employees the green light to move from one 
organization to another and not be constrained by the feeling of remaining in 
one organization for an extended period of time. However, finding qualified and 
skilled replacements for these employees is considered a difficult task for or-
ganizations [12]. As a result, organizational commitment has taken centre stage 
as a concept of absolute importance for organizations. A variety of definitions 
and measures for organizational commitment have been proposed over the 
years. [60] was the first to provide a definition for commitment. In his study, he 
used the theory of side-bets to refer to commitment, according to this theory 
employees accumulate investments, either hard or soft, that motivate them to 
remain in their post as they would be lost if they were to leave the organization. 
The next study was conducted by [61] as they defined organizational commit-
ment as the likelihood to prescribe to organizational values; exert effort to ad-
here to these values; and the desire to remain part of the organization. Perhaps 
the simplest definition of organizational commitment is provided by [62] who 
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referred to it as an employee’s attachment to the organization or its dimensions.  
Organizational commitment has also been defined as “a force that binds an 

individual to a course of action that is of relevance to one or more targets” [63]. 
[64] used this term to define organizational commitment as composed of three 
characteristics which include: 1) a strong belief in and acceptance of the organi-
zation’s goals and values 2) willingness to exert considerable effort on behalf of 
the organization 3) a strong desire to maintain membership in the organization. 
Later, [65] proposed a multidimensional three-component model to conceptual-
ize organizational commitment which is considered to be one of the most widely 
recognized and accepted approaches in the organizational commitment litera-
ture [66]. According to [65] the three components are: affective commitment 
(the desire mind-set)which refers to the extent to which employees identify with, 
are emotionally attached, and are involved in the organization, continuance 
commitment (the perceived cost mind-set)refers to an employee’s awareness of 
the costs associated with leaving the organization, and normative commitment 
(the obligation min-set) reflects a feeling of obligation to remain in an organiza-
tion, It develops as the result of a moral obligation to repay the organization for 
benefits [48] [67]. 

Organizational commitment has been reported to provide many benefits for 
organizations; therefore interest in this concept continues to grow day after day 
[68]. Some of these benefits include; lower turnover, higher job effort and per-
formance, increased organizational citizenship, increased attendance and pro-
ductivity, increased organizational effectiveness and gaining a competitive edge 
[69] [70] [71]. Given the benefits associated with organizational commitment, 
organizations must strive to investigate the factors that can increase or decrease 
employees’ organizational commitment. For the purpose of this study, [65] 
model of organizational commitment will be used as a basis for measuring or-
ganizational commitment. This model consists of affective commitment, con-
tinuance commitment, and normative commitment. 

1.3.1. Affective Commitment 
Affective commitment is considered to be the core component of organizational 
commitment as it is the component most strongly associated with other organ-
izational outcomes [71]. Affective commitment refers to the emotional attach-
ment employees have with their organizations. Here employees stay in the or-
ganization because they want to and thus are highly motivated to achieve the 
organization’s goals because they deem as their own goals [72]. This component 
reflects the degree to which an individual feels part of the group and is satisfied 
with the involvement in the organization [73]. All in all, affective commitment 
includes the affective attachment, identification, involvement with the organiza-
tion and employees’ desire to be part of the organization [74]. 

1.3.2. Continuance Commitment 
In this component individuals are committed to the organization because of ex-
traneous interests not because of a general positive feeling [66]. Continuance 
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commitment refers to the knowledge of the costs associated with leaving the or-
ganization. Here employees stay with the organization because they need to [75]. 
This results from either the fact that rewards associated with staying with the 
organization outweigh the cost of leaving or because the cost of leaving are 
greater that the reward of leaving the organization [73]. Thus, a more compre-
hensive definition of continuance commitment can be concluded where it refers 
to the attachment based on the financial and non-financial investments that an 
employee would sacrifice by leaving the organization [76]. 

1.3.3. Normative Commitment 
Normative commitment refers to an employee’s obligation to remain in the or-
ganization as a moral duty [28]. Here employees stay with the organization be-
cause they ought to [73]. This belief represents a min-set of obligation toward 
remaining in the organization in order to reciprocate organizational investments 
or as a result of socializing the belief of maintaining loyalty to an organization 
[74]. 

2. Theoretical Framework and Hypotheses Development 
2.1. Research Framework 

This research is based on the proposed framework (Figure 1). The framework 
considers the effect of job involvement on job satisfaction and organizational 
commitment. The framework also considers the effect of job satisfaction on or-
ganizational commitment. The mediating effect of job involvement on organiza-
tional commitment through job satisfaction is also considered. 

2.2. Job Involvement and Organizational Commitment 

Job involvement affects different organizational behaviours such as absenteeism 
and turnover, organizational commitment, job satisfaction, and others. For ex-
ample, [77] reported that job involvement is related to organizational commit-
ment and low job-involved employees have been hypothesized to be more likely 
to leave the organization and withdraw their energy from the job and apply it 
outside the realm of work or invest it in undesirable on-the job activities. Fur-
thermore, [78] stated that individuals with high levels of job involvement are 
likely to have increased affective organizational commitment as they believe they 
need to repay the organization for all benefits it has provided them. In addition, 
[79] suggested that job involvement is negatively associated to intention to quit 
and positively associated with job satisfaction and organizational climate percep-
tions. 
 

 
Figure 1. Theoretical framework. 
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[80] suggested that a person’s organizational commitment is influenced by the 
level of organizational and managerial support, employee involvement in deci-
sion making, feedback regarding job performance, leadership behaviour and or-
ganizational culture. In addition, [81] stated that the jobs and behaviours of em-
ployees and socio-cultural environment of the organization influence organiza-
tional commitment. Furthermore, [82] argued that employee commitment can 
be increased through reward, recognition, better remuneration, and a better 
work environment. It should be noted that job involvement is not expected to 
positively affect organizational commitment in all situations. [83] argued that 
there may be cases when worker is highly involved in a specific work but not be 
committed to the organization or vice versa. Existing literature provides suffi-
cient empirical evidence on the effect of job involvement on organizational 
commitment and other organizational outcomes such as turnover intention, 
productivity, job migration, and professional commitment [84]-[90]. 

H1: There is a positive effect job involvement on organizational commitment. 

2.3. Job Involvement and Job Satisfaction 

Job satisfaction is highly influenced by job involvement. This is due to the fact 
that highly involved employees are more satisfied with their jobs than low in-
volved employees [91]. [16] found that job involvement was positively related to 
job satisfaction and organizational commitment. He concluded that employees 
who are involved in their jobs are likely to be satisfied with their jobs and hence 
become committed to their organizations. [92] also revealed that high job in-
volvement will result in higher levels of job satisfaction and by extension high 
intention to stay with the organization. Additionally, [44] and [93] argued that 
employee job involvement will positively affect work behaviours that are associ-
ated with job satisfaction such as employees’ motivation and effort. Further-
more, job involvement affects organizational citizenship behaviours which is re-
flected by committed employees that are willing to assist specific others in the 
organization, or the organization in general [94]. Job involvement enhances so-
cial contact and social recognition, boosts a personal sense of coherence, in-
creases confidence of better career prospects, and reduces uncertainty in the job 
environment [95]. Additionally, Job involvement includes higher employee par-
ticipation, discretion, and autonomy which boost feelings of self-esteem, respon-
sibility, achievement and purposefulness at work increasing, thus, job satisfac-
tion [96] [97]. Moreover, job involvement enhances the feeling of empowerment 
and freedom to employees which lead to higher job satisfaction [98]. 

H2: There is a positive effect of job involvement on job satisfaction. 

2.4. Job Satisfaction and Organizational Commitment 

Job satisfaction and organizational commitment are considered important fac-
tors in determining employees’ contribution to the organization and their inten-
tion to stay in it [80].  

The importance of job satisfaction and organizational commitment has been 
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demonstrated in many studies. For example, [49] found that satisfaction and 
commitment contribute to the efficiency of organizations by influencing issues 
such as performance, productivity, absenteeism, deviant activity, and withdrawal 
behaviours. This is supported by [99] who reported that employee satisfaction 
influences productivity. According to them, employees choose to either fully 
give their services to the organization or not depending on how they feel about 
the job, pay, promotion, managers and co-workers. [66] reinforces this by noting 
that job satisfaction affects the productivity of organizations by maintain high 
performance and efficient services. [100] studied patients’ attitudes toward ser-
vice quality and its impact on their satisfaction at three hospitals located in the 
Kingdom of Saudi Arabia; and found that service quality dimensions have a 
positive impact on patients’ satisfaction. Also, the study found a statistically sig-
nificant impact of tangibles, reliability, responsiveness, assurance and empathy 
on patient satisfaction. [14], using a sample of 247 middle-level managers in the 
banks, and the IT sectors, found that job satisfaction is positively related to or-
ganizational commitment. He also found that managers with internal locus of 
control are more satisfied with their jobs and hence they are more committed 
towards their organizations. [101] studied the relationship between job satisfac-
tion and organizational commitment and the impact of demographic key vari-
ables on job satisfaction and organizational commitment. The study was con-
ducted on a sample of 156 employees working in a private financial institution in 
Bahrain. Results showed that job satisfaction and organizational commitment 
are positively related and that age was the only demographic key variable that 
affected organizational commitment. Other empirical studies have also found 
positive effect of job satisfaction on organizational commitment [66] [73] [102] 
[103] [104] [105].  

H3: There is a positive effect of job satisfaction on organizational commit-
ment. 

2.5. Mediating Effect of Job Satisfaction on Job Involvement and  
Organizational Commitment 

Job involvement is considered an important factor that influences both job sat-
isfaction and organizational commitment as argued by [35] who suggested that 
the variables of job satisfaction, job involvement, and organizational commit-
ment are found to be always associated with each other. Organizations should 
exploit job involvement to enhance job satisfaction, which in turn supports or-
ganizational commitment. [106], using a sample of 600 diesel locomotive works 
in India, found a positive effect of job satisfaction on organizational commit-
ment. They also found that job involvement positively moderates this relation-
ship. Job satisfaction has been a major research topic for many years, and has 
been described as the employee asset [107]. This interest is derived from the no-
tion that satisfied employees will be more loyal, productive and efficient with 
lower intention to leave the organization. Job involvement enhances job satisfac-
tion by increasing personal sense of coherence and social recognition and in-
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creasing uncertainty in the career prospects [95]. Well involved employees will 
have higher levels of job attention, satisfaction and performance [102]. This will 
affect the effectiveness of work autonomy, and employees with a high level of job 
satisfaction will be more intrinsically motivated and thus more efficient when 
performing in autonomous situations [108]. 

H4: Job satisfaction positively mediates the relationship between job involve-
ment and organizational commitment. 

3. Methodology  
3.1. Survey 

A survey questionnaire was designed to collect primary data for the current 
study. The study’s constructs were adopted from the existing literature. The sur-
vey was first drafted in English language and then translated into Arabic. Both 
versions were reviewed by seven professors in Business Administration, and 
necessary revisions were made accordingly. Additionally, the survey was pre- 
tested by four employees from different banks to improve understandability of 
the question items. Subsequently, the finalized version of the survey was pre-
pared. 

The population for study consisted of all banks operating in Jordan. The 
banking sector is considered to be one of the most important and influential 
sectors in the Jordan. This sector currently consists of 26 banks which include 22 
commercial banks and 4 Islamic banks. Twelve banks agreed to participate and 
provided the authors with the necessary access to distribute the questionnaires. 
Unit of analysis consisted of individual employees working in the targeted 
banks. This is due to the fact that the main objective of the study is to examine 
the commitment of employees to their organizations based on their levels of job 
involvement and job satisfaction. The total number of employees working in the 
banking sector in Jordan is 17,840 [109]. The appropriate sample size for this 
population is approximately 377 [110]. We targeted 450 respondents to ensure 
good representation of our sample. Each bank assigned one officer from the 
human resource department to distribute the survey to randomly selected em-
ployees. The process of data collection lasted for about two months and ended in 
June, 2016. Finally, we received 352 questionnaires. 37 questionnaires were de-
fined as unusable due to missing data or other problems. The final number of 
usable questionnaires was 315 representing a response rate of 70%. This rate is 
relatively high compared with other empirical studies conducted in Jordan. For 
example, [111] got a response rate of 57.7%, [32] showed a response rate of 52%, 
and [112] received a response rate of 59.5%. 

3.2. Measures 

The constructs for this research were adopted from the literature. Job involve-
ment construct was adopted from [92] and consisted of 10 question items. Job 
satisfaction included two dimensions, intrinsic job satisfaction and extrinsic job 
satisfaction. Intrinsic job satisfaction construct included 12 items and was adopted 
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from [55]. Extrinsic job satisfaction construct was also adopted from [55] and 
included 8 items. Organizational commitment was measured using three dimen-
sions, affective commitment, continuance commitment and normative com-
mitment. The three constructs were adopted from the model proposed by [113] 
and each construct included 8 question items. For job involvement and organ-
izational commitment, respondents were asked to evaluate their agreement or 
disagreement with the statements provided using 5-point Likert scale where 5 
indicated strong agreement and 1 indicated strong disagreement. For job satis-
faction statements, respondents were asked to evaluate their feelings on their 
present jobs using 5-point Likert scale where 5 indicated very dissatisfied and 1 
indicated very satisfied. Early and late responses were compared using t-test in 
order to test non-response bias [114]. No significant differences were found be-
tween the two groups indicating that our study is not affected by non-response 
bias. Also, Harmon’s single factor test [115] was performed to evaluate common 
method variance (CMV). All question items were simultaneously entered into a 
factor analysis using principal components and no rotation method. The results 
revealed eight factors with eigenvalues greater than 1.0. The eight factors ac-
counted for 70.40% of the variance and the first factor (the largest) accounted for 
30.095% indicating that the data were not affected by CMV. 

3.3. Validity and Reliability 

Construct validity was assessed using exploratory and confirmatory factor 
analyses. First, exploratory factor analysis was performed with promax rotation 
method and principal component analysis. We entered all the question items 
simultaneously. Due to the large number of items, many items showed cross- 
loadings and were deleted. Additionally, some items showed factor loadings less 
than 0.40 and were also deleted. Finally, we got six distinct factors as was initially 
expected. Eigenvalues for the six factors were greater than 1.0. Cronbach’s α-co- 
efficient was applied to test the reliability of the constructs. The reliability of the 
constructs including the overall constructs of job satisfaction and organizational 
commitment was satisfactory with α > 0.60 indicating acceptable internal con-
sistency [116]. Next, confirmatory factor analysis (CFA) was applied based on 
the output of EFA using Amos 20. We had to further delete some question items 
to improve model fit indices. The final question items of each measurement 
scale are shown in Table 1 below. The fit indices of the final model using first 
order constructs showed satisfactory levels (X2 = 248.879; d.f. = 174; X2/d.f. 
=1.430; GFI = 0.910; CFI = 0.974; NFI = 0.920; NNFI = 0.969; RMR = 0.049 and 
RMSEA = 0.043). The normed chi-square of 1.430 was below the maximum 
value of 3.0 [117]. Goodness-of-fit index (GFI), comparative fit index (CFI), 
normed-fit index (NFI) and non-normed fit index (NNFI) were higher than the 
recommended minimum value of 0.90 [118]. Root mean square residual (RMR) 
was 0.049 and root mean square error of approximation (RMSEA) was 0.043 
implying satisfactory level of unidimensionality and convergent validity [118] 
[119]. Furthermore, the standardized coefficients for all the question items were 
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Table 1. Final measurement items. 

Item number Item descriptions (References) 

Job involvement [92] 

JI3 I am very much involved personally in my job. 

JI8 Most of my personal life goals are job oriented. 

JI9 I consider my job to be very central to my life. 

Intrinsic job satisfaction [55] 

IJS4 The chance to be “somebody” in the community. 

IJS8 The chance to tell people what to do. 

IJS9 The chance to do something that makes use of my abilities. 

IJS10 The freedom to use my own judgment 

Extrinsic job satisfaction [55] 

EJS1 The chances for advancement in this job 

EJS2 The praise I get for doing a good job 

EJS3 The working conditions 

Affective commitment [113] 

AC4 I don’t feel “emotionally attached” to this organization. 

AC5 
I think that I could easily become as attached to another organization  

as I am to this one. 

AC6 I don’t feel like “part of the family” at my organization. 

AC8 I don’t feel a “strong” sense of belonging to my organization. 

Continuance commitment [113] 

CC2 It would be very hard for me to leave my organization right now, even if I wanted to. 

CC3 It wouldn’t be too costly for me to leave my organization now. 

CC4 Right now, staying with my organization is a matter of necessity as much as desire. 

CC5 I feel that I have very few options to consider leaving this organization. 

Normative commitment [113] 

NC4 
One of the major reasons I continue to work in this organization is that  

I believe loyalty is important and therefore feel a sense of moral obligation to remain. 

NC6 I was taught to believe in the value of remaining loyal to one organization. 

NC7 
Things were better in the days when people stayed  

in one organization for most of their careers. 

 
higher than twice of their standard errors, providing additional support for con-
vergent validity [120]. Besides, the factor loadings of all the items were greater 
than 0.50. In addition, average variance extracted (AVE) values for all the meas-
urement scales were higher than 0.50 providing additional evidence of conver-
gent validity [121]. The composite reliability of all the scales was greater than 
0.70 providing a satisfactory level of reliability [118] [121]. 

CFA analyses were repeated using second order factors of job satisfaction and 
organizational commitment. The final model fit indices using second order con-
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structs (job satisfaction, job involvement and organizational commitment) fitted 
the data well (X2 = 280.763; d.f. = 181; X2/d.f. = 1.551; GFI = 0.898; CFI = 0.965; 
NFI = 0.909; NNFI = 0.959; RMR = 0.077 and RMSEA = 0.049). These indices 
indicated an acceptable level of unidimensionality and convergent validity. Also, 
the standardized coefficients of all the constructs were higher than twice of their 
standard errors, providing evidence of convergent validity [120]. Moreover, all 
the factor loadings were higher than 0.50. Likewise, average variance extracted 
(AVE) values for all the constructs exceeded 0.50 supporting the convergent va-
lidity [121]. The composite reliability of the two second order constructs ex-
ceeded 0.70 indicating sufficient levels of reliability [118] [121]. Table 2 shows 
the standardized factor loadings of EFA and CFA, Cronbach’s alpha values and 
composite reliability of the first and second order constructs. 

Discriminant validity was assessed by ensuring that the square root of each 
AVE value is greater than the absolute correlation value between that scale and 
other scales. All first and second order constructs met this criterion providing 
sufficient evidence of discriminant validity [121]. In addition, The AVE value for 
each construct was higher than maximum shared squared variance (MSV) and 
average shared squared variance (ASV) values providing further evidence of dis-
criminant validity [116]. Table 3 reports discriminant validity results for first 
order constructs and Table 4 reports the results of the final model with second 
order constructs. 

4. Results  

Structural equation modeling using Amos 20 was performed to test the study 
hypotheses. SEM allows simultaneous testing of all hypotheses including direct 
and indirect effects. Additionally, SEM has the option of applying bootstrapping 
re-sampling approach to test the mediating effect. Bootstrapping is superior to 
the approach described by [122] as normal distribution assumption of the indi-
rect effect is not required and the accuracy of the results is not affected by the 
sample size [123]. As recommended by [124], we selected 5000 bootstrap sam-
ples with 99% bias-corrected confidence intervals. An alternative hypothesis re-
garding the mediating effect is accepted if the lower and upper bounds of confi-
dence intervals do not contain zero. This implies that the indirect effect is not 
zero with 99% confidence level. If the two bounds contain zero, then the alterna-
tive hypothesis is rejected [124].  

The results of the direct effects show that job involvement is positively and 
significantly related to organizational commitment (β = 0.402, P < 0.000), there-
fore hypothesis H1 is supported. Also, job involvement is positively and signifi-
cantly related to job satisfaction (β = 0.468, P < 0.000), so hypothesis H2 is also 
supported. The direct effect of job satisfaction on organizational commitment is 
also positive and significant (β = 0.305, P < 0.000), therefore hypothesis H3 is 
supported. As for the mediating effect, the bootstrapping results show that the 
standardized indirect effect of job involvement on organizational commitment 
through job satisfaction is 0.143 with confidence intervals between 0.055 and 
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Table 2. Reliability and validity of the constructs. 

construct 
Item  

number 
Loadings 

EFA 
Loadings 

CFA 
Cronbach’s 

alpha 
Composite  
reliability 

Job involvement JI3 0.866 0.925 0.858 0.865 

 JI8 0.932 0.891   

 JI9 0.846 0.641   

Intrinsic job satisfaction IJS4 0.790 0.790 0.800 0.807 

 IJS8 0.765 0.647   

 IJS9 0.830 0.717   

 IJS10 0.784 0.702   

Extrinsic job satisfaction EJS1 0.831 0.819 0.828 0.835 

 EJS2 0.939 0.721   

 EJS3 0.932 0.835   

Affective commitment AC4 0.857 0.843 0.905 0.908 

 AC5 0.857 0.744   

 AC6 0.907 0.921   

 AC8 0.902 0.859   

Continuance commitment CC2 0.909 0.813 0.886 0.887 

 CC3 0.806 0.824   

 CC4 0.872 0.832   

 CC5 0.825 0.787   

Normative commitment NC4 0.792 0.856 0.888 0.893 

 NC6 0.872 0.898   

 NC7 0.906 0.819   

Job satisfactiona IJSb 0.869 0.756 0.675 0.763 

 EJSb 0.869 0.814   

Organizational commitmenta ACb 0.628 0.536 0.642 0.724 

 CCb 0.816 0.736   

 NCb 0.762 0.652   

aSecond order constructs; bSecond order indicators. 

 
Table 3. Means, standard deviations, AVE, MSV, ASV and correlation matrix of first order 
constructs.  

Construct Mean SD AVE MSV ASV 1 2 3 4 5 6 

1. IJS 3.147 0.609 0.512 0.378 0.228 0.716      

2. EJS 3.052 0.658 0.629 0.388 0.244 0.615 0.793     

3. AC 3.153 1.023 0.713 0.178 0.092 0.422 0.267 0.844    

4. CC 3.198 0.752 0.663 0.388 0.214 0.544 0.623 0.324 0.814   

5. NC 3.435 0.613 0.737 0.317 0.171 0.471 0.563 0.237 0.494 0.858  

6. JI 3.949 1.080 0.687 0.065 0.046 0.255 0.254 0.221 0.194 0.121 0.829 

Notes: Square root of AVE is on the diagonal. 
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Table 4. Means, standard deviations, AVE, MSV, ASV and correlation matrix of second 
order constructs.  

Construct Mean SD AVE MSV ASV 1 2 3 

1. JI 3.949 1.080 0.690 0.102 0.061 0.831   

2. JS 3.099 0.550 0.617 0.426 0.286 0.369 0.785  

3. OC 3.262 0.588 0.686 0.319 0.194 0.219 0.573 0.829 

Notes: Square root of AVE is on the diagonal. 

 
0.276. As these confidence values do not contain zero, hypothesis H4 is sup-
ported. Figure 2 illustrates direct and indirect models. Table 5 provides summary 
of the tested hypotheses. 

5. Discussion, Implications, and Limitations 
5.1. Discussion and Conclusions  

This study is based on the premise that an organization’s intellectual capital is its 
most important asset. Thus, gaining employees commitment to their organiza-
tion’s goals is believed to unlock their potential and achieve heightened levels 
of performance [125]. Accordingly, this study was conducted with the aim of 
investigating the impact of job involvement on organizational commitment 
through job satisfaction as a mediator variable in Jordanian banks. The premise 
behind this is that organizational commitment is considered a crucial compo-
nent to the survival of organizations as it influences various outcomes such as 
productivity and overall performance. Therefore, a major objective of the study 
was to determine whether job involvement had an influence on organizational 
commitment and whether the presence of job satisfaction as a mediator influ-
enced the relationship. First, the direct effect of job involvement on organiza-
tional commitment was examined. The findings have shown that a significant 
positive effect does exist of job involvement on organizational commitment. 
This result is in line with some previous studies [101] [103] [105]. The result in-
dicates that the more employees identify psychologically with their jobs, where 
their perceived performance is important to their self-worth, the more they can 
identify with their respective organizations’ goals (i.e. the more committed they 
will be to their banks). As a result, it is believed that such commitment will be 
translated into enhanced levels of productivity [53]. This implies that when em-
ployees feel engaged in and concerned with their jobs, they will become more 
loyal, attached, and committed to their work and by extension to their organiza-
tion [83]. 

The results also revealed a positive effect of job involvement on job satisfac-
tion indicating that employees who are involved with their jobs tend to exhibit 
satisfaction in their jobs. The result is consistent with the results obtained in 
some previous studies [16] [96] [97] [98] [126]. Employees with high levels of 
job participation and involvement have higher social recognition, self-esteem, 
freedom and empowerment, which lead to higher levels of job satisfaction. 
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Figure 2. Job involvement-job satisfaction-organizational commitment model. Note: ***: 
p < 0.001;**: p < 0.01; a: indirect effect; b: direct effect. 
 
Table 5. Summary of results. 

Hypothesis Path Standardized effect Result 

H1 JI → OC 0.402*** Supported 

H2 JI → JS 0.468*** Supported 

H3 JS → OC 0.305*** Supported 

H4 JI → JS → OC 0.143**(indirect effect) Supported 

Notes: ***p < 0.001; **p < 0.01; JI: job involvement, JS: job satisfaction, OC: organizational commitment. 

 
Managers in the Jordanian banks should place extra emphasis on increasing em-
ployee job involvement in order to enhance job satisfaction. The effect of job sa-
tisfaction on organizational commitment was also found positive and significant. 
This result is in line with some previous studies [66] [103] [104]. This implies 
that when employees are dissatisfied with their work, they are less committed 
and will search for other opportunities in order to quit, and if opportunities are 
not available employees may become emotionally or mentally disconnected from 
the organization. Furthermore, employees may like or dislike their jobs accord-
ing to the conditions available to them which in turn may influence their inten-
tion to stay in the organization [48]. Job satisfaction leads to enhanced efficiency 
and productivity through positive and desirable work values [102]. Having 
committed employees and retaining them by sharing knowledge among them 
could reduce the costs associated with training and development, recruitment 
process, loss of business opportunity, loss of productivity and poor customer re-
lationships [127]-[133]. Therefore, employee satisfaction should be given the 
greatest priority in order to enhance employee commitment which, ultimately, 
will improve job and organizational performance. Lastly, the results indicated a 
positive and significant effect of job satisfaction on the relationship between job 
involvement and organizational commitment. This implies that the full potential 
benefits of job involvement on organizational commitment are enabled through 
job satisfaction. Both job involvement and job satisfaction should be considered 
by managers as enablers of organizational commitment. Employees should be 
involved in their jobs in such a way that assures increasing their satisfaction and 
commitment. 

5.2. Managerial Implications 

The results of the study pointed to some recommendations for Jordanian banks 
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as the study was conducted on the banking sector operating in Jordan. Most 
banks in Jordan employ thousands of employees. As banks expand so does the 
population of their staff and many issues related to employees are pushed aside 
and replaced by more pressing matters such as company growth and maximiz-
ing profits which eventually leads to the loss of touch with employees [21]. 
Managers are advised to pay close attention to the needs of their workers in or-
der to increase their involvement which will ultimately lead to increased organi-
zational commitment. This can be achieved by introducing human resource 
practices that increase the levels of job involvement and job satisfaction among 
employees and hence improve their commitment to the organization. In partic-
ular issues like relationships between co-workers, the competence of the super-
visor and the ability to become someone in the community are matters that af-
fect satisfaction of employees working in the banking sector in Jordan, therefore 
focusing on these issues can increase job satisfaction and in turn organizational 
commitment of employees. 

5.3. Limitations and Future Research Directions 

In research perfection is impossible, and this study is no exception. Numerous 
limitations are connected with research. Such limitations are provided below to 
increase the validity of the findings of future research. The first limitation re-
volved around the time allotted for completing the study. Having more time 
would allow for an increase in the number of questionnaires distributed thus in-
creasing the sample size and improving the generalizability of the study results. 
Second, this study focused on the banks operating in the capital city of Jordan, 
Amman and did not take into consideration other parts of the country. Third, a 
quantitative technique was used as the main method to collect and analyze the 
data which might be considered as a limitation of this study. More qualitative 
techniques such as case studies are needed to get more accurate insights con-
cerning the proposed relationships. Finally, banks were used as the population 
from which data was be collected. This might led to generalizability problems 
since banks have their own way of carrying out their business. Future research 
that focuses on more industries and investigates more associations toward orga-
nizational commitment such as knowledge sharing is recommended to over-
come the issue of generalizability. 
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