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Organizational commitment is a perennial concern. Numerous studies have been conducted to figure out how to strengthen the commitment of employees to the organization. Many of them examined the moderating factors that influence the link between job satisfaction and organizational commitment. However, the majority of past research has focused on the private and corporate sectors. Further, some management personnel opt to quit the firm while still being content with their existing position. Therefore, this study aims to investigate the role of moderators in the relationship between job satisfaction and organizational commitment by applying the purposive sampling method to conduct the data survey of 402 managers in Ho Chi Minh City, Vietnam, who work in the public education sector. By using the PLS-SEM modeling approach with the help of SmartPLS 4 software to examine the research hypotheses, the results reveal that organizational commitment is positively affected by job satisfaction and work engagement. At the same time, managers with high person-organization fit and fun at work will have higher levels of organizational commitment in situations of high satisfaction in their jobs. Conversely, high role stress will dampen the levels of organizational commitment in situations of high job satisfaction. The results offered some managerial implications to strengthen the commitment to the organization of the managers in the educational sector. This research also stressed some limitations and suggested opportunities for future investigation.
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1. Introduction

In recent decades, organizations have grown increasingly people-focused. Human viewpoint has emerged as the primary differentiating feature of the job market. Due to the increasingly competitive labor market, executives have placed a great deal of emphasis on recruiting, keeping, and developing people, which has elevated the relevance of the human resources department (Islam and Ahmed, 2018; Srikanth, 2019). Thus, acquiring scarce talent will result in the creation of a value that is unusual, unreplicable, and difficult to replace. Particularly for the managerial level. When a manager quits a firm, it is also a pain for organizational leaders since it is tough to hire the proper and capable individuals. Therefore, numerous studies have been undertaken in an effort to strengthen the commitment of employees to the organization. Many variables have been investigated to determine their effect on organizational commitment. In which job satisfaction and work engagement are the most important factors. Human resource managers are now primarily tasked with maximizing employee job satisfaction (Ramlall, 2004; McKay et al., 2007). In Asian countries where the value of a productive workforce is now recognized, employee engagement must also be given significant consideration (Gupta, 2015).

According to previous studies, job satisfaction is defined as an emotional or demonstrative reaction to the job (Hirschfeld, 2000; Buitendach and De Witte, 2005). When employees are more satisfied with their employment and work culture, they are more likely to be better representations of the industry and exhibit more organizational commitment (Agho et al., 1992). Spector (1997) defined job satisfaction as an employee’s feelings and emotions towards his or her employment, as well as his or her attitude toward the many realities of the workplace. Job satisfaction is a key factor in any profession. Because its results will affect not only the commitment to the organization, but also reduce intention to quit. Besides, work engagement is an employee’s attachment to his or her job function. It is the physical, intellectual, and emotional connection to the act (Kahn, 1990; May et al., 2004). It serves as a measure of employee conduct and performance results. Furthermore, work engagement entails an individual’s emotional and intellectual attachment to his/her company, supervisors, and coworkers while doing his or her job. This point was supported in previous studies by Hughes and Rog (2008).

Besides job satisfaction and work engagement, organizations nowadays also investigate many other important factors. Recently, person–organization (P–O) fit has been studied to investigate the relationship between individuals and their organizations. P–O fit has several positive outcomes, including increased productivity, greater loyalty, organizational commitment, rich productivity, and less employee turnover. Workers are believed to have a positive connection with their colleagues and fit into their job. Consequently, P–O fit is often stated as the compatibility between personnel and the organizations (Kristof, 1996). In addition, P–O fit is often defined as the compatibility of an individual’s values, personality, and ambitions with those of the organization (Kristof, 1996; Netemeyer et al., 1997). Therefore, various studies have demonstrated that individual attitudes and behavior are substantially impacted by the similarity between the person and the organization in specific aspects (Astakhova, 2016; Islam et al., 2016). Additionally, modern leaders place a strong emphasis on making their employees happy at work. Fun is one of the favorable phenomena in the workplace that includes social activities, acknowledgment of personal achievements, social events, comedy, games entertainment, an opportunity for personal growth, joy, play, and funny nicknames (Ford et al., 2003; Grant et al., 2014). Fun at work is believed to increase employee satisfaction and make employees more committed to the organization. As Owler et al. (2010) stated, everyone will want to have fun at work and it has beneficial outcomes for staff members. Being enjoyable at work has far-reaching consequences on workers and businesses. Fun favorably influences workers’ job satisfaction, creativity, productivity, energy, dedication, and negatively impacts turnover, anxiety, absenteeism, as well as emotional exhaustion, and burnout (Tews et al., 2012). In contrast, role stress is another essential consideration. Role stress can be generated by conflicting expectations, which can lead to burnout and mental burnout (Byrne, 1994). In the education sector, these structures are proven to have a positive connection to job dissatisfaction and an increased inclination to leave teaching early (Cable and Judge, 1996; Richards et al., 2017). Thus the purpose of this study is to examine the moderating effect of role stress on the link between job satisfaction and organizational commitment.

At the present time, the world in general and Vietnam in particular have experienced the economic crisis left by the COVID-19 pandemic. During the COVID-19 outbreak, employees as well as managers try to keep their jobs. However, after COVID-19, many of them chose to leave the old organization to look for new opportunities for themselves. A manager’s resignation is a significant loss for the organization. Recruiting is made more difficult and costly as a result of the difficulty of finding a suitable manager who fits the organization’s needs and personality. At the same time, a lack of leadership will make some corporate procedures unstable, and this will damage the performance not only of the department, but it may also harm the entire organization. Therefore, the author finds that it is necessary to study the relationship between job satisfaction and organizational commitment again, to better understand the internal organization of the organization at the present time. Moreover, many moderators were also included to examine their effect on the commitment to the organization. The findings of this study suggest management recommendations and practices for fostering the commitment of the managers.



2. Literature review and hypotheses formulation


2.1. Organizational commitment

Organizational commitment is a component that continues to be investigated. According to Meyer et al. (1993), this is the psychological state of an employee that characterizes their connection to their present company and influences their decision to remain a member of the organization. Members of the firm may choose to quit or remain in the organization. Allen and Meyer (1990) research presents a model for organizational commitment that includes three components: emotional commitment, normative commitment, and continuity commitment. Specifically, emotional commitment is the psychological and emotional connection that workers have with the business. Normative commitment is an ethical commitment that establishes an employee’s duty to remain with the organization for a certain length of time. The final component of the promise to continue is the employee’s compensation for costs connected with leaving the organization. According to Allen and Meyer (1990), an employee’s commitment to the organization serves as an emotional tie between the employee and the organization, therefore assisting the company in retaining its personnel. Feldman (2000) argues further that this is a psychological contract. In this contract, employees commit to long-term employment with the company in exchange for advancement chances, training opportunities, and job stability. In most recent studies, they described organizational commitment as an individual’s attachment and identification with an organization, which is driven by a belief in an agreement with the organization’s goals and values (Jehanzeb, 2020; Orgambidez and Benitez, 2021; Ha and Lee, 2022). In general, dedication results in mutually advantageous outcomes: greater performance, improved work performance, fewer employee absences, and lower employee turnover rate (Suliman and Al-Junaibi, 2010). In research of Meyer and Alien (1991), they concluded that individuals with a strong commitment will demonstrate more loyalty and will be committed to helping the firm achieve its objectives.



2.2. The relationship between job satisfaction and organizational commitment

Locke (1976) described job satisfaction as a person’s emotional well-being as a result of their job appraisal or work experience. According to Ivancevich et al. (1997), job happiness is attributed to the degree of personal-organizational fit and career perspectives. Demonstrate their approach to their task. Further, job satisfaction is also defined as an individual’s evaluation and attitude towards their work and work environment, encompassing various factors such as pay, benefits, workload, co-workers, management, work-life balance, organizational culture, and leadership behavior (Davidescu et al., 2020; Inegbedion et al., 2020; Bellmann and Hübler, 2021; Tran, 2021; Wu et al., 2021). Job satisfaction is a crucial element for every firm. This is evident since this element has been examined for a very long period (Locke, 1976; Ivancevich et al., 1997) through the present (e.g., Bellmann and Hübler, 2021; Tran, 2021; Wu et al., 2021). The majority of these researches recognize the significance of Job Satisfaction. Moreover, research by Fu and Deshpande (2014) indicates that job satisfaction is growing in significance due to its high correlation with job performance. Similar studies such as (Yucel and Bektas, 2012; Tarigan and Ariani, 2015) corroborate the relationship between job satisfaction and mental health, physical health, productivity, work motivation, and other factors. Job satisfaction is essential to employee loyalty for every firm. The firms of today are cognizant of the fact that workers with a high level of job satisfaction will dedicate themselves to their jobs and display organizational loyalty. Frequently, these firms are able to keep their staff, therefore decreasing the expenses of recruiting, selection, and training. Additionally, previous research has demonstrated the influence of diverse viewpoints on work satisfaction on organizational behavioral outcomes, such as organizational commitment (Samad and Yusuf, 2012).

Personal traits can have a substantial effect on job satisfaction (Kinicki et al., 2002). According to Clark (1997), the variables associated with job satisfaction include gender, education level, and length of employment. However, Tett and Meyer (1993) contend that organizational commitment is more solid and requires more time to develop than work satisfaction. Many previous studies have investigated the relationship between job satisfaction and organizational commitment. For instance, Fabi et al. (2015) gathered data from 730 employees at various Canadian firms and figured out there is a positive and statistically significant relationship between job satisfaction and organizational commitment. Further, research by Jehanzeb and Mohanty (2018) conducted in the telecom industry in Pakistan also gave the same result. Hence, the following hypothesis is therefore proposed:


Hypothesis 1: Job satisfaction has a positive effect on organizational commitment.
 



2.3. The relationship between work engagement and job satisfaction

Work engagement is defined as a “positive and satisfactory mental state related to work, expressed in three dimensions: vigor, dedication, and absorption” (Gómez-Salgado et al., 2021). García-Sierra et al. (2016) described vigor as the will to put effort into the work; commitment as the passion for participation; absorption as the concentration and immersion in one’s job. Another recent study by Orgambidez and Benitez (2021) also showed work engagement as a positive, fulfilling, and vital state of mind in relation to one’s work, characterized by high levels of energy, dedication, and involvement. Multiple factors can influence work engagement, including job characteristics, professional assets (e.g., autonomy, professional practice, role, and identity), organizational climate (e.g., structural empowerment and leadership), personal assets (e.g., psychological, or relational skills), job assets (e.g., volume of work, interpersonal and social relations, organization of work and tasks, and environment; Keyko et al., 2016). Also, according to Schaufeli and Bakker (2004), work engagement is characterized by a high degree of concentration and positive energy. Work engagement generates attitudes about work, inspires individuals to work with vigor and energy, and drives them to take on new responsibilities as part of their occupations. When workers are active in the decision-making process, they are less likely to feel threatened by organizational change (Fenton-O’Creevy, 2001). This is because participation in the decision-making process makes future events more predictable. Recent research by Garg et al. (2018) indicates a positive correlation between work engagement and job satisfaction. In addition, research by Chan (2019) demonstrates that work engagement mediates the association between leadership style and job satisfaction. The following theory is therefore proposed:


Hypothesis 2: Work engagement is positively related to job satisfaction.
 



2.4. The relationship between work engagement and organizational commitment

One of the qualities used to assess whether workers are genuinely involved with the business is the amount of devotion to it. According to the Job Demands-Resources (JD-R) model (Schaufeli, 2017), work engagement is a good psychological state associated with employee performance, profitability, and retention in the firm (Schaufeli et al., 2002). Numerous investigations have demonstrated an association between work and organizational dedication (Poon, 2014; Albrecht et al., 2015; Farid et al., 2019). A high level of concentration and involvement promotes performance and aids in achieving goals, while also fostering pleasant feelings in the workplace. Therefore, these pleasant encounters will strengthen employees’ emotional ties to their firm (Poon, 2014; Albrecht et al., 2015; Farid et al., 2019; Orgambidez and Benitez, 2021). Therefore, we suggest:


Hypothesis 3: Work engagement has a positive impact on organizational commitment.
 



2.5. The relationship between person–organization fit, job satisfaction and organizational commitment

Personal–organizational fit (henceforth P–O fit) refers to the compatibility between an individual’s personality and organizational traits (McCulloch and Turban, 2007). P–O fit is also described as the fit between an individual’s norms and values and those of an organization (Chatman, 1989). This justification highlights the significance of employee and organizational fit based on common values. P–O fit has a positive influence on several organizational outcomes, including organizational commitment, high production quality, and reduced staff turnover (Van Vianen, 2000; Alniaçik et al., 2013). P–O fit stresses the degree of congruence between individual and organizational values; it is also often known as organizational culture (Chatman, 1989). Numerous studies have demonstrated the significance of company culture and P–O fit. Hofstede’s (1984) previous work on culture can be considered as the foundational and most representative research for this issue. Hofstede’s (1984), utilizing a global sample, concluded that organizational cultures are frequently impacted by the surrounding society. Hofstede (1997) categorized companies regarding cultural elements as process/results-oriented, employee/job-focused, grassroots/professional level, open/closed systems, loose/tight controls, and standard/pragmatic procedures. Similarly, Cameron and Quinn (1999) offered a framework for four organizational cultures: ethnic, clan, market, and hierarchical, which may be characterized broadly as adaptable. Contrasted stability and control, and external attention against interior concentration and integration.

Having personal objectives and values that correspond with company goals and values decreases the desire to switch the firm. In their study, Wheeler et al. (2007) found a substantial association between P–O fit and job satisfaction. Also, there was a negative connection between P–O and revenue intent. According to Sekiguchi (2007), retaining employee engagement in a challenging corporate environment requires P–O fit. Furthermore, Holland’s job fit hypothesis proposes that employees are more joyful and productive when they feel a match between their personality and the characteristics of the organization (Holland, 1997). Elfenbein and O'Reilly III (2007) stated in their study that firms should pay greater attention to P–O matching since it encourages employee retention and dedication. Likewise, several researches have demonstrated a relationship between P–O fit and job satisfaction (Kim et al., 2013; Jung and Takeuchi, 2014). The research by Iplik et al. (2011) is a typical study indicating that P-O fit influences organizational commitment, work motivation, and job satisfaction positively. Other studies have also demonstrated a correlation between P–O fit and organizational commitment (Kristof-Brown et al., 2005; Tidwell, 2005; Chang et al., 2010). Moreover, the moderation effect of P–O fit is also tested in previous studies (Boon et al., 2011; Alniaçik et al., 2013). This study thus hypothesizes that P-O fit can considerably impact the link between job satisfaction and organizational commitment:


Hypothesis 4: P-O fit has a role to moderate the relationship between job satisfaction and organizational commitment.
 



2.6. The relationship between fun at work, job satisfaction and organizational commitment

Joy at the workplace is usually described as any social engagement, interpersonal contact, or job at work of fun or amusing type that brings pleasure, delight, or happiness to an individual. Tews et al. (2014) argued that workplace happiness has three sub-dimensions: (1) enjoyable activities, (2) social connection with coworkers, and (3) leadership support for creating pleasure. Recreational activities are diverse social and group activities conducted by organizations to improve employee enjoyment (Ford et al., 2003; Karl et al., 2005). Social interactions with coworkers are defined by politeness, sociability, and cordial connections (Chiaburu and Harrison, 2008); and leaders’ support for happiness refers to the degree to which management permits and encourages people to be happy at work (Tews et al., 2014). In addition, Chan (2010) has identified four characteristics of workplace pleasure based on sound theory: (1) employee-oriented workplace happiness; (2) manager-focused workplace joy, socially oriented workplace pleasure, and strategically focused workplace pleasure. In addition, a number of recent studies have examined positive work-related outcomes resulting from workplace pleasure, including job satisfaction (Choi et al., 2013; Chan and Mak, 2016), improved performance (Choi et al., 2013; Tews et al., 2013), engagement and constitutive cohesion (Becker and Tews, 2016), cohesion (Tews et al., 2015), team performance (Han et al., 2016), trust management (Chan and Mak, 2016), and reduced turnover (Tews et al., 2013, 2014).

Workplace pleasure activities promote employee satisfaction (Karl and Peluchette, 2006b; Tews et al., 2014). The research of Karl and Peluchette (2006a) stated that happy employees are more likely to be stimulated at work. Happiness is frequently supported as a technique to facilitate various desirable outcomes, such as greater work satisfaction and organizational commitment and decreased stress and intention to resign (Yerkes, 2007; Tews et al., 2015). In addition, scholarly research has begun to demonstrate the significance of job enjoyment. Several studies have shown that happiness has a positive effect on the attitudes and mental condition of employees, including job satisfaction, organizational dedication, commitment to the company, mood, and good emotions (Karl and Peluchette, 2006a,b; Karl et al., 2008). Tews et al. (2012) have also proven that enjoyment is connected with organizational attraction in recruiting and decreased desire to leave (Karl et al., 2008). In addition, current research indicates that the more satisfied employees are with their jobs, the more likely they are to remain engaged at work (Tang et al., 2017), and the higher their job satisfaction scores (Chan and Mak, 2016). The following theory is therefore proposed:


Hypothesis 5: Fun at work moderates the relationship between job satisfaction and organizational commitment.
 



2.7. The relationship between role stress, job satisfaction and organizational commitment

Initiated by Kahn et al. (1964), it is believed that role stress is the primary source of employees’ employment dilemmas (Jackson and Schuler, 1985) and physical/mental health issues (Ganster and Schaubroeck, 1991). Specifically, role stress is divided into two categories: role conflict and role ambiguity (Tubre, 2000). Role conflict refers to irreconcilable expectations from numerous parties, whereas role ambiguity refers to a lack of understanding of how to efficiently fulfill one’s work responsibilities (Rizzo et al., 1970). To be more explicit about these characteristics, role ambiguity refers to the degree to which an employee is unclear about his or her job in the company and the activities that he or she must do at work (Jackson and Schuler, 1985). When workers of a company are unsure about their duties, for instance, they will not know what to anticipate, what to do, how to work, or with whom to work. On the other hand, role conflict refers to the extent to which an employee sees contradictory needs, requirements, or information (Jackson and Schuler, 1985). The fulfillment of certain standards may not satisfy the demands of others. An employee, for instance, may get the same assignment from many supervisors; nonetheless, the same task from each individual has various requirements and orientations.

Role stress is a regular occurrence in organizations and one of the most extensively researched causes. It may be characterized as a set of expectations, responsibilities, and obligations imposed on employees by those who can exert influence over them (leaders, superiors) and assist define their positions (Katz and Kahn, 1978). It has a negative impact on staff performance (Kahn et al., 1964), becomes a factor that decreases employee satisfaction, and has a significant impact on the performance of the company (Örtqvist and Wincent, 2006). Multiple studies have discovered that employees with high levels of role ambiguity and role conflict have lower levels of job engagement and organizational commitment than other employees (Han et al., 2015; Min et al., 2015; Wingreen et al., 2017; Breevaart and Bakker, 2018). In addition, Pecino et al. (2019) found that role stress is adversely associated with employee satisfaction and increases burnout, negatively impacting employees. The author suggests two theories based on the reasoning and facts presented above (Figure 1):

[image: Figure 1]

FIGURE 1
 The conceptual model.



Hypothesis 6: Role ambiguity has a negative moderating effect on the relationship between job satisfaction and organizational commitment.

Hypothesis 7: Role conflict has a negative moderating effect on the relationship between job satisfaction and organizational commitment.
 




3. Research methodology


3.1. Measures of the constructs

The measurement items in this study are all adopted from previous studies. First, we adopted six items to measure Organizational Commitment: “I would be delighted to spend the remainder of my job with my organization.” (OC1); “I feel as if the troubles of my organization are my mine.” (OC2); “I feel like a family member inside my organization.” (OC3); “I have an emotional connection to my organization.” (OC4); “My organization has a lot of personal significance for me.” (OC5); “My feeling of belonging to my company is strong.” (OC6; Potipiroon and Ford, 2017). Second, we adopted a three-item scale to measure Job Satisfaction, including “I am pretty content with my present job.” (JS1); “I am typically excited about my job.” (JS2); and “I get tremendous delight in my job “(JS3; Potipiroon and Ford, 2017). Third, we used eight items to evaluate Work Engagement, such as “I am bursting with enthusiasm at work.” (WE1); “I experience vitality and strength while doing my duties.” (WE2); “I am motivated by my work.” (WE3); “When I get up in the morning, I have the desire to go to work.” (WE4); “When I am working diligently, I am content.” (WE5); “I am pleased with the job I do.” (WE6); “I often lose track of time at work.” (WE7); “I am fully engaged in my task.” (WE8; Chan, 2019). Fourth, we adopted three items to measure P-O fit such as “I believe that my principles are relevant to the firm and its current workers.” (PO1); “My ideals correspond with those of the organization’s present personnel.” (PO2); and “This organization’s values and ‘personality’ mirror my own.” (PO3; Cable and Judge, 1996; Jehanzeb and Mohanty, 2018). Fifth, Fun at work was measured using three items, including “This is an enjoyable workplace.” (FAW1); “I smile often at work.” (FAW2); “Occasionally, I feel as if I’m playing rather than working.” (FAW3; Chan, 2019). Sixth, Role Ambiguity was assessed by using a six-item scale, such as “I am uncertain about the extent of my authority.” (RA1); “My job lacks clearly defined goals and plans.” (RA2); “I do not know if I have allocated my time well.” (RA3); “I am unsure about my responsibilities.” (RA4); “I’m uncertain of what others expect of me.” (RA5); “The tasks I must perform are not well stated.” (RA6; Rizzo et al., 1970). Finally, Role Conflict was adopted by using a five-item scale, such as “I am required to perform tasks that need to be carried out differently.” (RC1); “I work with two or more groups whose operations are notably dissimilar.” (RC2); “Two or more individuals have made irreconcilable demands.” (RC3); “I engage in issues that are likely to be acceptable by some but rejected by others.” (RC4); and “I am engaged in pointless activities.” (RC5; Rizzo et al., 1970).



3.2. Data collection and sampling technique

The study targeted public universities, which included Vietnam National University Ho Chi Minh City (VNUHCM) and its members as University of Technology (UT), University of Science (US), University of Social Sciences and Humanities (USSH), International University (IU), University of Information Technology (UIT), University of Economics and Law (UEL), and An Giang University (AGU). The data collection period was within the academic year 2021/2022, from May 2022 to September 2022. The purposive sampling approach was utilized for this study. To get the most accurate results, the authors sent out paper-based surveys directly to respondents. However, some managers were hard to reach in person. Therefore, the questionnaires were also distributed online and were sent only to those targets through email exchange.




4. Data analysis and results


4.1. Methods of statistical analysis

The study employed Structural Equation Modeling (SEM) to examine hypotheses. Normally, SEM is one of the best methods for evaluating the cause-and-effect relationships that involve multiple equations. Furthermore, the Partial Least Square Structural Equation Modelling (PLS-SEM) is applied in this study. This is the method that is suitable for examining a complex model with multiple contemporaneous linkages. In several social sciences, including business research, marketing, and economic management, the PLS-SEM is undergoing substantial development. Given the intricacy of the model and the paucity of well-established literature, PLS-SEM is an appropriate choice (Peng and Lai, 2012). Furthermore, because certain social science research lacks distributional assumptions, it is evidently beneficial to use PLS-SEM (Hair et al., 2019). As shown in Table 1, the assumption of multivariate normality is not satisfied, and the traditional covariance-based structural equation modeling (CB-SEM) may not provide accurate results. Hence partial least squares structural equation modeling (PLS-SEM) is a useful solution. Unlike CB-SEM, PLS-SEM does not rely on the assumption of multivariate normality and is more robust to non-normally distributed data. PLS-SEM has been shown to provide accurate results even when the data does not meet the assumption of multivariate normality, making it a valuable tool for data analysis in such situations (Henseler et al., 2015). In particular, PLS-SEM can be used to analyze data with skewed distributions, outliers, or variables that are not independently and identically normally distributed (Hair et al., 2010). Additionally, this study used SmartPLS 4, which is software that supports PLS-SEM method, to examine the relationships between variables. The introduction of SmartPLS 4 also contributes to making it easier to test the effect of moderator variables.



TABLE 1 Skewness and Kurtosis analysis.
[image: Table1]



4.2. Sample characteristics

This study was carried out in the public sector, specializing in the education industry. The author tried to reach high-level employees at the Vietnam National University Ho Chi Minh City. Five hundred and four questionnaires were distributed. Some of the respondents were hard to reach due to their positions. By our best effort, 402 questionnaires were collected as official data and were used for analysis (79.6% response rate). 67.96 percent of the responders are male, while 32.04 percent are female. Of all the respondents, 289 managers (56.44 percent) are Deputy heads of the Department, while 223 (43.56 percent) are Heads of the Department. It is important to note that non-response bias is a potential concern in any survey research and can impact the validity of the results (Couper, 2000). To mitigate this, comparisons between the characteristics of the respondents and non-respondents were conducted, including gender, age, and position. The results showed no significant differences between the two groups, suggesting that non-response bias did not significantly impact the study results.



4.3. Evaluation of measurement model

The authors evaluated the structural analysis with a variety of tests. First, Cronbach’s alpha is calculated for each construct; the values are all greater than 0.7, indicating the construct’s dependability. Every single composite dependability of the variables is likewise more than 0.7, indicating a high level of internal consistency (Hair et al., 2010). For convergent validity, which assesses if the latent components are well represented by their observable variables, the Average Variance Extracted (AVE) must be larger than 0.50. As shown in Table 2, all AVEs surpass the threshold, confirming the convergent validity (Hair et al., 2010) and suggesting that each construct explains at least 50 % of the variance of the items comprising the construct. In addition, all variables have outer loadings greater than 0.7, matching the theoretical condition and enhancing the dependability of the scale (Henseler et al., 2012).



TABLE 2 Model measurement results.
[image: Table2]

Cross-loadings are used to examine the statistical difference between the two constructs for discriminant validity. All components inside a structure should have outer loadings larger than cross-loadings with another structure (Hair et al., 2021). All cross-loading values satisfy this criterion’s constraints. According to the Fornell-Larcker condition, the square root of the AVE of a variable must be more than the highest correlation coefficient of the variable with other variables, or the AVE must be greater than the square of the highest correlation coefficient (Hair et al., 2010). In Table 3’s results, all measurements meet this condition.



TABLE 3 Fornell Larcker criterion.
[image: Table3]

Heterotrait–Monotrait ratios (HTMT) were used to evaluate discriminant validity, the mean score among all item correlations across components in comparison to the mean of the average correlations for items used to measure the same component. Using the HTMT as criterion, it is recommended to compare data to a 0.85 threshold (Kline, 2011). There is a loss of discriminant validity if the HTMT value exceeds this level. As shown in Table 4, all the indices are less than 0.85, hence the discriminant validity of this model is well-established.



TABLE 4 Heterotrait-Monotrait ratio (HTMT) ratio.
[image: Table4]

The variance inflation factor (VIF) was used to assess the presence of multicollinearity and common method bias. According to Kock (2015), a VIF value higher than 3.3 shows problematic multicollinearity and a potential indication of common method bias in a model. As shown in Table 5, it can be concluded that there is no significant risk of common method bias in the current research. The VIF values for all factors in the model are lower than 3.3, which is considered an acceptable threshold for multicollinearity. This suggests that the variables included in the model are not highly correlated, and there is no evidence of systematic measurement error or bias in the data. This, in turn, increases the confidence in the validity of the results and the conclusions drawn from the study.



TABLE 5 Variance inflation factor (VIF) values.
[image: Table5]

To assess the data, normality, skewness, and kurtosis were used. The results of skewness and kurtosis indicate the distribution shape of the variables. According to Hair et al. (2010), data can be considered normal if the skewness falls within the range of −2 to +2 and the kurtosis falls within the range of −7 to +7. For the multivariate skewness and kurtosis, the skewness should fall between −1 and + 1, and the kurtosis should fall between −20 and + 20 (Mardia, 1970). As shown in Table 1, both skewness and kurtosis satisfied the criteria. However, when applying Mardia’s multivariate skewness and kurtosis, the results show that the skewness is more significant than 1 (b = 5.975564), and the kurtosis is larger than 20 (b = 57.943539). This deviation from the expected values suggests that the variables may not be independently and identically normally distributed, which is a requirement for multivariate normality. This result indicates that the data may not meet the assumption of multivariate normality. Also, this is one crucial criterion why PLS-SEM is useful in this situation, as it does not rely on this assumption (Hair et al., 2021).



4.4. Evaluation of structural model and research findings

Testing hypotheses assessed the importance of the relationship. All hypotheses are accepted because their value of ps are less than 0.05. Firstly, the study shows that JS has a positive effect on OC (β = 0.751, p = 0.000). Therefore, H1 is accepted. Secondly, WE also has a positive impact on JS (β = 0.484, p = 0.000). Thus, H2 is accepted. Furthermore, the result reveals that WE affects OC positively (β = 0.584, p = 0.000). Hence, H3 is supported.

To evaluate the influence of the moderators, we employ not only the coefficient and value of p, but also the Simple Slope Analysis method. Figure 2 revealed that the relationship between job satisfaction and organizational commitment is stronger when an employee has a higher degree of P–O fit, and weaker when an employee has a lower degree of P–O fit, which confirms the findings of earlier research (Alniaçik et al., 2013; Jehanzeb and Mohanty, 2018). Further, the interaction is also significant (β = 0.153, p = 0.000). Hence, H4 is supported.
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FIGURE 2
 Moderation effect of P–O fit between job satisfaction and organizational commitment.


Figure 3 revealed a significant moderating role of fun at work on the relationship between job satisfaction and organizational commitment. The plot illustrates a steeper and positive gradient for the high level of fun at work compared to the low level of fun at work. Consequently, this stated that the impact of job satisfaction on organizational commitment is stronger when employees perceive a higher level of fun at work as compared to others who perceive a lower level of fun at work. The interaction effect is also meaningful (β = 0.171, p = 0.000). Thus, H5 is accepted.
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FIGURE 3
 Moderation effect of fun at work between job satisfaction and organizational commitment.


To illustrate the findings about role ambiguity, the sample is divided into low and high groups of role ambiguity, which can be seen in Figure 4. From Figure 4, it is evident that for high role ambiguity group, the relationship between job satisfaction and organizational commitment is weaker. In contrast, this relationship is stronger for the low role ambiguity group, which has a steeper slope as compared to the high group. Besides, this interaction effect is significant (β = −0.148, p = 0.000). Therefore, we can conclude that H6 is accepted.
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FIGURE 4
 Moderation effect of role ambiguity between job satisfaction and organizational commitment.


Last but not least, Figure 5 shows the impact of two groups of low and high role conflict (one SD below and one SD above the mean). As predicted, when the role conflict is high, the impact of job satisfaction on organizational commitment is weaker as compared to the lower role conflict. This can be seen from the figure below, where the low role conflict group has a steeper slope. The interaction effect is also accepted (β = −0.097, p = 0.002 < 0.05). Thus, H7 is supported (Table 6).
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FIGURE 5
 Moderation effect of role conflict between job satisfaction and organizational commitment.




TABLE 6 Path coefficients.
[image: Table6]




5. Discussion

First of all, this study reveals that work engagement has a direct impact on job satisfaction, which is in line with previous studies (Yeh, 2013; Garg et al., 2018; Chan, 2019). This research demonstrates that workers who are actively involved in their work are more likely to experience a higher level of job satisfaction. Further, work engagement also positively impacts organizational commitment, which is consistent with previous findings (Poon, 2014; Albrecht et al., 2015; Farid et al., 2019). This indicates that when workers have good feelings and are excited and passionate about their present work, they will demonstrate job satisfaction and be more loyal to the organization. This research adds to the existing literature on the relationship between work engagement, job satisfaction, and organizational commitment. The findings suggest that work engagement is a critical factor influencing job satisfaction and organizational commitment, which contributes to a better understanding of the interplay between these variables. Also, for organizations, the results highlight the importance of fostering work engagement among employees to promote job satisfaction and enhance organizational commitment. By creating a work environment that promotes employee engagement, organizations can benefit from higher levels of employee satisfaction and loyalty, which can lead to reduced turnover, increased productivity, and improved organizational performance (Albrecht et al., 2015).

Moreover, job satisfaction is shown to have a positive connection with organizational commitment, consistent with other findings (Fabi et al., 2015; Jehanzeb and Mohanty, 2018). It can be said that Job satisfaction is still a very important factor for any company or organization. A satisfied employee is less likely to leave the current organization. Instead, they will choose to stay devoted to their company. Because the organization provides them with all the amenities and benefits they need. Leaving the organization now to join the new organization will become riskier. They may not enjoy the comfort and full benefits of their old organization. Therefore, this finding adds to the growing body of literature on the role of job satisfaction in shaping employees’ attitudes and behaviors toward their organizations. It further supports the importance of job satisfaction as a critical antecedent of organizational commitment, as employees who are satisfied with their jobs are more likely to be committed to the organization. From a practical perspective, organizations can develop strategies to enhance job satisfaction and improve employee retention by understanding the importance of job satisfaction in shaping employee behavior. Specifically, organizations can focus on creating a supportive work environment that provides employees with the amenities and benefits they need to feel satisfied with their jobs. This can include flexible work arrangements, opportunities for professional development, and a supportive and inclusive culture. Additionally, the results suggest that companies and organizations should prioritize developing programs and policies that support employee development and promote job satisfaction. This can include initiatives such as providing opportunities for skill-building and training, offering career advancement opportunities, and promoting work-life balance.

Besides, this study explains the substantial moderating effect of P–O Fit on the relationship between job satisfaction and organizational commitment. The findings reveal that managers who believe their values align with those of present employees and the organization are more likely to have a stronger commitment to that organization, assuming job satisfaction. Simultaneously with that, the ones who enjoy having fun at work also have a stronger commitment. Therefore, we suggest that the organizations should focus on employing people that are a good match for the organization. These staff will likely be more committed to their jobs. They are hence more devoted to the company. By listening to employees’ thoughts and embracing adjustments, organizations may also consider modifying their environment and style to be more fit for their present workforce. Further, organizations should also encourage fun activities with staff, such as creating friendly activities, sports days/game days, and happy hours. This will make the staff more satisfied in the office, thus increasing their level of commitment.

In contrast, managers who experience more role stress are more likely to have a weaker commitment to the organization. These results contribute to a growing body of literature highlighting the negative impact of role stress on organizational commitment (e.g., Wingreen et al., 2017; Breevaart and Bakker, 2018). By highlighting the role of role ambiguity and conflict in exacerbating role stress and diminishing commitment, the study sheds light on how managers can be effectively managed and supported in the workplace. In reality, role conflicts can arise when managers are responsible for procedures involving many divisions. It is possible for these departments to have distinct working styles or internal disagreements. They cause processes to stagnate, so directly affecting the management and resulting in stress for the manager. In addition, the manager may get the task from a manager of a higher rank. Sometimes this task is expected to be done differently by another senior manager. This makes it difficult for the task receiver to discern the direction of the work, hence decreasing job satisfaction and perhaps leading to burnout. Moreover, Vietnam’s educational system is highly dynamic. Some schools use innovative instructional techniques and curricula. So that the faculty structure has to change, and additional instructors are required. However, the fact that recruitment is difficult. In the lack of human resources, the management is sometimes held accountable. Therefore, we suggest that, in order to limit role ambiguity as well as role conflict, internal conflicts should be resolved as soon as possible. Besides, processes and tasks should be defined and clarified from the beginning. From there, the recipients of the task will have a more accurate view of what they will do, and whom they will work with. This will make the processes and tasks more convenient; and not only help create results for the company, but also increase satisfaction, which in turn increases commitment to the organization. Additionally, organizations may benefit from investing in professional development opportunities for their managers to help them better cope with role stress and perform at their best.



6. Conclusion

In conclusion, this study enriches the knowledge of organizational commitment by examining various moderators on the linkage between job satisfaction and organizational commitment. In order to retain managers, the firm must focus on carefully choosing individuals with P-O fit and fostering an environment where people can have fun while working. Organizations should also pay attention to factors that cause role stress to avoid burnout. Consequently, minimizing undesirable staff leaving. The findings give evidence in favor of the theories derived from earlier research. Consequently, the management implications and recommendations will not be confined to the educational sector but will be applicable to any public sector company.

In addition to its shortcomings, this study also suggests avenues for further research. First, because this study is based on self-reported data, respondents’ bias is unavoidable. Consequently, future research should analyze aspects based on the various viewpoints of respondents. Second, this investigation involves spatial and temporal constraints. In terms of timing, the study’s data were obtained not long after Vietnam had recently defeated the Covid-19 outbreak. After the situation in Vietnam and the globe as a whole return to normal, the outcomes might be different. The author believes that the outcomes of this study have limited short-term relevance. Future research can be undertaken over a longer period of time to get more precise results. Further, due to the fact that the data is only collected within the National University of Ho Chi Minh City, the results of the study cannot be fully representative of the education industry. Subsequent research may expand the study’s scope, and it may be preferable to examine more than one nation to get the most comprehensive conclusion. Finally, no control variables were included in the model. Nonetheless, the author predicts that control variables such as age, salary, and health will influence the relationship between job satisfaction and organizational commitment. Future research should explore incorporating these variables within its study model.
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