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ABSTRACT 

This research aimed to 1) explore the organizational 

climate of the agricultural extension in New Valley 

Governorate, 2) explore the status quo of job satisfaction 

and commitment of extension personnel in the New Valley 

Governorate, and 3) investigate the impact of agricultural 

extension organizational climate on job satisfaction and 

commitment of extension personnel. Data were collected 

using the questionnaire form during January to February 

2021, from a sample of 25 Extension personnel 

representing 37.3% of their total number in New Valley 

Governorate (67 Personnel). Frequencies, mean, standard 

deviation and stepwise regression analysis were used for 

data presentation and analysis. Findings revealed that the 

respondents’ perceptions overall mean score of the 

organizational climate reached 68.26% of the total score, 

their job satisfaction is 73.6% of the total score, and their 

organizational commitment reached 68.4% of the total 

score. Findings also show that the variable of “Efficiency” 

contribute to the interpretation of 19.6% and 57.7% of 

variance of the Job Satisfaction and Employees' 

Commitment, respectively. Other variable influenced the 

Job Satisfaction is “Outward Focus” which contributed 

37% of the explanation of the variance of the overall Job 

Satisfaction. Results also revealed that the variable of " 

Clarity of Organizational Goals" is contributed to the 

interpretation of 10.7% of variance of the Job Satisfaction. 

Based on the previous results the null hypotheses numbers 

10, 12, 13, and 31 could be rejected, while the remaining 

null hypotheses couldn’t be rejected. 

Key words: organizational climate, job satisfaction, job 

commitment, agricultural extension 

INTRODUCTION 

The Organizational Climate (OC) is the shared 

perceptions of organizational policies, practices, and 

procedures (Reichers and Schneider, 1990). It can be 

determined by the individuals' perceptions of their 

workplaces, as reflected by personal values and 

psychological desires (James et al., 2007; McMurray et 

al., 2010). It is the process that is assumed to be a major 

force in influencing employee behavior (McMurray et 

al., 2010). Permarupan, et al., (2013) stated that the 

organizational climate represents the condition of the 

organization’s culture, the most common management 

issue facing the organization nowadays is search for 

creative flexible work environment that promotes job 

satisfaction and innovation. While, Moran and 

Volkwein (1992) defined the concept of organizational 

climate from the perspective of organizational 

characteristics including a) the perceptions that 

employees share on autonomy, trust, cohesiveness, 

support, appreciation, innovation and fairness that exist 

in their organization; b) it is produced from interactions 

of organization's members; c) it serves as a basic stance 

for employees’ understandings of certain situations; d) it 

describes the norms and attitudes of an organizational 

culture, and e) it influences individual’s work behaviors. 

Many studies have formulated indicators of 

organizational climate most of which are related. 

Among these are the 17-factor model for organizational 

climate measure (OCM) was developed and tested with 

a large sample of employees drawn from 55 

manufacturing organizations, it consists of the following 

factors (Patterson, et al., 2005): 1) Autonomy: designing 

jobs in ways which give employees wide scope to enact 

work, 2) Integration: the extent of interdepartmental 

trust and cooperation, 3) Involvement: employees have 

considerable influence over decision-making, 4) 

Supervisory Support: the extent to which employees 

experience support and understanding from their 

immediate supervisor, 5) Training: a concern with 

developing employee skills, 6) Welfare: the extent to 

which the organization values and cares for employees, 

7) Formalization: concern with formal rules and 

procedures, 8) Tradition: the extent to which established 

ways of doing things are valued, 9) Innovation & 

Flexibility: the extent of encouragement and support for 

new ideas and innovative approaches and orientation 

toward change, 10) Outward Focus: the extent to which 
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the organization is responsive to the needs of the 

customer and the marketplace in general, 11) 

Reflexivity: a concern with reviewing and reflecting 

upon objectives, strategies, and work processes, in order 

to adapt to the wider environment, 12) Clarity of 

Organizational Goals: concern with clearly defining the 

goals of the organization, 13) Efficiency: the degree of 

importance placed on employee efficiency and 

productivity at work, 14) Effort: how hard people in 

organizations work towards achieving goals, 15) 

Performance Feedback: the measurement and feedback 

of job performance, 16) Pressure to Produce: the extent 

of pressure for employees to meet targets, and 17) 

Quality: the emphasis given to quality procedures. 

The OCM scales which are likely to map onto the 

Competing Values quadrants are (Patterson, et al., 

2005): 1) Human Relations: comprising, Involvement, 

Autonomy, Supervisory Support, Integration, Welfare, 

Training, and Effort; 2) Internal Process: Formalization 

and Tradition; 3) Open Systems: Reflexivity, Innovation 

& Flexibility, and Outward Focus; and 4) Rational 

Goal: Clarity of Organizational Goals, Pressure to 

Produce, Quality, Performance Feedback, and 

Efficiency. 

The organizational climate is vital to determine 

factor of organizational outcomes, several 

characteristics of organizational climate have been 

associated with work group cooperation, supervisor 

support, performance responses, personnel's 

participation (Lafta, et al., 2016). Higher satisfaction 

with work domains among extension professionals 

positively impact employees’ job satisfaction and job 

performance as well as their commitment (Windon, 

2019). 

Employees’ job satisfaction refers to a positive 

emotion experienced by an individual in reaction to the 

individual’s job and task after comparing the similarities 

and differences between real job experiences and earlier 

expectations related to one’s job (Locke & Latham, 

1990; Tsai, 2014; Gaunya, 2016). Job satisfaction of the 

employees is an important indicator of the health of the 

organization, it greatly facilitates the task of 

administrators because it creates promising conditions 

for the overall progress of the organization (Mishra, 

2005; Debnath & Saravanan, 2014). Recent studies on 

job satisfaction has intensive on the job itself or the 

work climate as the key means of increasing 

satisfaction. The main argument is that, if jobs or work 

climate are developed to provide a more desirable work 

environment, an increase in job satisfaction will result 

(Jyoti, 2013). 

AbdelGhany (2014) stated that, Weiss et al. (1967) 

separate job satisfaction into internal and external 

satisfaction. Internal satisfaction consists of all the 

factors that have direct correlation with job satisfaction 

as follows: 1) Ability utilization (the chance to do 

something that makes use of employee's abilities), 2) 

Achievement (the feeling of accomplishment he get 

from the job), 3) Activity (being able to keep busy all 

the time, 4) Advancement (the chances for advancement 

on the job, 5) Compensation (pay and the amount of 

work he do), 6) Coworkers (the way that coworkers get 

along with each other's), 7) Creativity (the chance to try 

employee's methods of doing the job), 8) Independence 

(the chance to work alone on the job), 9) Moral values 

(the ability to do things that don’t go against 

conscience), 10) Social service (the chance to do things 

for other people, 11) Social status (the chance to be 

somebody in the community, and 12) Working 

conditions. External satisfaction consists of all the other 

factors which indirectly correlate with job satisfaction 

as follows: 1) Authority (the chance to tell other people 

what to do), 2) Policies and practices (the way policies 

are put into practice), 3) Recognition (the praise 

employee get for doing a good job), 4) Responsibility 

(the freedom to use his own judgment), 5) Security (the 

way his job provides for steady employment), 6) 

Supervision- human relations (the way that boss handles 

his men), 7) Supervision- technical (the competence of 

the supervisor in making decisions), and 8) Variety (the 

chance to do different things from time to time). 

The commitment is defined as the strength of an 

individual’s identification with the goals of an 

organization (Permarupan, et al., 2013). It is an attitude 

of having a strong desire to remain in a certain 

organization, strive according to the organization 

wishes, and belief in the acceptance of organizational 

values and goals (Sugiarto, 2018). 

According to Allen & Meyer (1990) and Labrague et 

al., (2018) the organizational commitment is the 

emotional relationship between employees and 

organizations which consists of affective commitment, 

normative commitment, and ongoing commitment. 

Meyer et al., (1993) mentioned the three components of 

commitment as follows: 

- Affective commitment: the employee’s emotional 

attachment to identification with an involvement in 

the organization. Employees with a strong affective 

commitment will remain in the organization because 

they want to.  

- Continuance commitment: the awareness of the costs 

associated with leaving the present organization. 

Employees whose commitment is continuance will 

remain in the organization because they have to. 

- Normative commitment: the feeling of obligations to 

the organization based on one’s personal norms and 

values. Employees whose commitment to the 

organization is said to be of the normative type 
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remains in the organization simply because they 

believe they ought to. 

Employee performance is the key factor of 

organizational success. Performance relates to 

compensation and job satisfaction and job commitment. 

Employees who are satisfied with and committed to 

their jobs will have positive feelings, former researchers 

used organizational climate variables as a dimension 

that can affect employee job satisfaction and 

commitment (Sugiarto, 2018).  

In previous study, Diab and Emam (2021a) have 

studied the impact of workplace characteristics profile 

on extension personnel's empowerment, they found that 

the extension personnel level of empowerment could be 

actively increased through changing factors of 

workplace characteristics, especially the “task 

standardization”, the “standardization of roles, 

controlling harassment, and communication. In another 

study of Diab and Emam (2021b) which aimed to study 

the re-engineering of administrative processes within 

agricultural extension, it was found that it is necessary 

to support re-engineering processes in order to improve 

the organizational climate for agricultural extension, 

which affects institutional effectiveness. 

Objectives 

This research thus fills gaps in the organizational 

climate (OC) literature by examining the connections 

between OC's factors and employee's satisfaction and 

commitment. It aimed to:  

1. explore the organizational climate of the agricultural 

extension in New Valley Governorate 

2. explore the status quo of job satisfaction and 

commitment of extension personnel in the New 

Valley Governorate 

3. investigate the impact of agricultural extension 

organizational climate on job satisfaction and 

commitment of extension personnel 

METHODOLOGY 

Methodology 

The Organizational Climate Measure (OCM) 

developed by Patterson and his colleagues (Patterson et 

al., 2005) was used to measure the organizational 

climate for agriculture extension organization in New 

Valley. The measure consists of 17 subscales (with 82 

statements), it divided in to four main quadrants: human 

relations, internal process, open systems, and rational 

goal (more details of number of statements and 

maximum scores for subscales and quadrants are 

illustrated bellow in tables 3 & 4). Respondents were 

asked to decide their responses based on scale of 

1=Definitely false, 2=Mostly false, 3=Mostly true, 

4=Definitely true. 

Job satisfaction was indexed using the Minnesota 

satisfaction questionnaire (Weiss et al., 1967), which 

consists of 20-items containing two dimensions: internal 

satisfaction (12 items) and external satisfaction (8 

items). Respondents were asked to give their opinions 

on each statement on a 5-points Likert scale started 

from 1 very dissatisfied to 5 very satisfied. The 

maximum score of the overall satisfaction reached 100 

scores (60 for the internal satisfaction, and 40 for 

external satisfaction). 

The employees' commitment was measured using 

the scale developed by Meyer et al., (1993). The scale 

consists of the six-subscales (with 6 statement for each). 

Three subscales representing (affective, continuance and 

normative) commitment to occupation and the other 

three representing (affective, continuance and 

normative) commitment to the organization. 

Respondents were asked to give their opinions on each 

statement on a 5-points Likert scale started from 1 

strongly disagree to 5 strongly agree. The maximum 

score of the occupational commitment reached 90 

scores (30 for each subscale) and the maximum score of 

the organizational commitment reached 90 scores (30 

for each subscale). The overall score of the employees' 

commitment reached 180 scores.  

Data were collected using the questionnaire form 

during January to February 2021, from a sample of 25 

Extension personnel representing 37.3% of their total 

number in New Valley Governorate (67 Personnel). 

Frequencies, mean, standard deviation, and stepwise 

regression analysis were used for data presentation.  

In order to achieve the third objective of the study, a 

theoretical hypothesis was formulated stating that: "The 

organizational climate has a strong effect on the 

employees’ job satisfaction and their commitment". 

Based on this, thirty-six statistical hypotheses were 

formulated, stating that: "The organizational climate 

subscales have no impact on employees' job satisfaction 

and each of the   commitment subscales. Hypotheses 

number 1 to 18 are for Job satisfaction subscales .And 

Hypotheses number 19 to 36 are for Employees’ 

Commitment subscales   as shown in table 1. 

Table 2 presents the distribution of extension 

personnel according to their personal characteristics; 

data shows that the majority aged 50 years and above, 

hold B.Sc. of agricultural sciences, with rural origin, 

and have less than 10 years of work experience in 

agricultural extension.  
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Table 1 Matrix of the study's hypotheses 

 

Table 2 Distribution of extension employees according to their personal characteristics (N= 25) 

Characteristics Category Frequency 

Age  Below 50 years old 7 

50 years old and above 18 

Educational attainment Agricultural secondary school certificate  9 

Bachelor of Agriculture 16 

Origin  Rural  21 

Urban  4 

Years of work experience in extension Less than 10 years 14 

10 years and above 11 
Source: the study's findings 

 

RESULTS AND DISCUSSION 

Organizational climate of the Agricultural Extension 

in the New Valley 

Table 3 presents mean scores for each of the 

organizational climate subscales. As indicated in the 

table, subscales mean scores are less than the overall 

average levels for ten components of the OCM scale 

while the remaining seven components are above the 

overall average scores. The table show that the 

respondents’ perceptions overall mean score of the 

organizational climate reached 223.9 which represents 

68.26% of the total score. 

The table revealed also that “innovation and 

flexibility” received the highest score among the 

seventeen components of OCM (81.9% of the maximum 

score) followed by the component “reflexivity” (81%); 

this implies that the climate of agricultural extension 

organization is encouraging and supporting  new ideas 

and innovative approaches and has an orientation 

towards change it also entails reviewing and reflecting 

upon objectives, strategies, and work processes, in order 

to adapt to the wider environment. 

Results indicate also that the agricultural extension 

climate supports employees' experience and 

understanding from their immediate supervisor in 

addition to  the extent to which the extension 

organization values and cares for employees as the 

subscales of "supervisory support" and " welfare" 

received highly rank of OCM  amounted to 79.5% and 

71.9%, respectively.  

Moreover, findings show the emphasis that given by 

organizational climate to "quality" procedures (78.4%). 

The high score of the “tradition” subscale (73.4%) 

implies that the extent to which established ways of 

doing things are valued. Findings also revealed that 

there is a clear defining of the goals of the extension 

organization as revealed form the high score (72%) of 

the “clarity of organizational goals” subscale. In 

contrast, the "formalization" of extension organization 

OCM's Subscales Job Satisfaction Employees' Commitment 

Autonomy  1 19 

Integration  2 20 

Involvement  3 21 

Supervisory Support  4 22 

Training  5 23 

Welfare  6 24 

Formalization  7 25 

Tradition  8 26 

Innovation & Flexibility 9 27 

Outward Focus  10 28 

Reflexivity  11 29 

Clarity of Organizational Goals 12 30 

Efficiency  13 31 

Effort  14 32 

Performance Feedback  15 33 

Pressure to Produce  16 34 

Quality 17 35 

Overall OCM 18 36 
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received 66.3% of the maximum score, this implies that 

extension employees perceived that the extension 

organization is relying moderately on formal rules and 

procedures. 

The extension organization's climate has medium 

extent of pressure on employees to meet targets as the 

"pressure to produce" subscale  represented 65.3% of 

the maximum score, the job design give the employees 

medium wide scope to enact wok as the "autonomy" 

subscale received 63% of the maximum score. About 

"outward focus" it received 62.8% this implies the 

extension organization has medium extend to respond to 

the needs of the customer and the marketplace in 

general. 

The results also show the relatively low average of 

job performance of the extension employees, as is 

evident from the low score (62.5%) obtained by the 

"performance feedback", this results go on line with that 

obtained by the score of "effort" subscale which 

received 66.5% of the maximum score. This may be due 

to the decreased interest of the extension organization in 

providing trainings to its employees, as the "training" 

subscale received only 61.6% of the maximum score. 

 Findings show also the relative decrease in the level 

of employees' participation in the decision-making 

process and the low extent of interdepartmental trust 

and cooperation where the "involvement" and 

"integration" subscales received only 60% and 65.5% of 

the maximum score, respectively. As for the low degree 

of importance placed on employee efficiency and 

productivity at work where the "efficiency" subscale got 

the lowest percentage (45.9% of the maximum score). 

This may be due to the decreased interest of the 

extension organization in providing trainings to its 

employees in addition to low of "Performance 

Feedback" and "Pressure to Produce" (62.5% & 

65.25%, respectively). 

Figure 1 displays the Radar diagram of the gaps 

between maximum and mean scores of extension OCM 

subscales. The gaps are calculated by subtracting the 

mean scores from the maximum score (of each 

subscale). Findings revealed that the wide three gaps are 

found in the subscales of "efficiency", "involvement" 

and "training" which mean that some efforts should be 

taken to decrease those gaps. While the narrowest three 

gaps appear in "innovation & flexibility", "reflexivity" 

and "supervisory support" 

Table 3 Means and percentages of extension personnel's perceptions of the OCM's subscales 

OCM subscales 
No of 

items 

Maximum 

score 

Std. 

Deviation 

Mean 
Rank 

Value Percentage 

Autonomy  5 20 1.39 12.60 63.00 12 

Integration  5 20 1.37 13.10 65.50 10 

Involvement  6 24 2.04 14.40 60.00 16 

Supervisory Support  5 20 2.43 15.90 79.50 3 

Training  4 16 1.31 9.85 61.56 15 

Welfare  4 16 0.89 11.50 71.88 7 

Formalization  5 20 1.94 13.25 66.25 9 

Tradition  4 16 2.73 11.75 73.44 5 

Innovation & Flexibility 6 24 1.90 19.65 81.88 1 

Outward Focus  5 20 2.98 12.55 62.75 13 

Reflexivity  5 20 1.85 16.20 81.00 2 

Clarity of Organizational Goals 5 20 1.39 14.40 72.00 6 

Efficiency  4 16 1.50 7.35 45.94 17 

Effort  5 20 1.13 13.30 66.50 8 

Performance Feedback  5 20 1.40 12.50 62.50 14 

Pressure to Produce  5 20 1.23 13.05 65.25 11 

Quality 4 16 1.50 12.55 78.44 4 

Overall OCM 82 328 8.03 223.90 68.26 - 

Source: The study's findings 
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Figure 1. Radar Chart displays of gap between maximum and mean scores of agricultural extension 

organizational climate measure (OCM) subscales   
Source: the study’s findings. 
 

Regarding the OCM's quadrants, findings in table 4 

show the mean and maximum scores of each of the four 

quadrants, two of the quadrants have scores above the 

average (open systems and internal process), the other 

two quadrants have below average scores (Human 

Relations and Rational Goal).  

The quadrant "open systems" which includes 

subscales of "innovation & flexibility", "outward focus", 

and "reflexivity" received the highest value of average 

with 48.4 score which represent 75.6% of the maximum 

score, that may due to the high values obtained by 

subscales of "innovation & flexibility" and "reflexivity" 

as they occupied the first to ranks among the OCM's 

subscales. This emphasizes the agricultural extension 

organization's readiness, change and innovation, where 

norms and values are associated with growth, resource 

acquisition, creativity and adaptation. Similarly, the 

quadrant of "internal process" received the second rank 

with percentage of 69.4%. In the "Internal Process" 

(formalization and tradition) emphasis on the classic 

bureaucracy or stability, where the effects of 

environmental uncertainty are ignored or minimized, 

and resources are efficiently used. 

The quadrant of "Human Relations" (comprising, 

involvement, autonomy, supervisory support, 

integration, welfare, training, and effort) received 

below overall average score (mean = 77.35 which 

represent 66.7% of the maximum score of the quadrant) 

this emphasizes the shortages in well-being, growth and 

commitment of the community of workers within the 

extension organization. This implies that the climate of 

extension organization has norms and values associated 

against belonging, trust, and cohesion, as well as 

shortages in training and human resource development. 

About the lowest score, the quadrant of "rational goal" 

(comprising, clarity of organizational goals, pressure to 

produce, quality, performance feedback, and efficiency), 

received the last position by 65.3% of the maximum 

score, this implies the low productivity and goal 

achievement of extension organization. 

Figure 2 displays the Radar diagram of the gaps 

between maximum and mean scores of extension OCM 

quadrants. Findings revealed that the wider two gaps are 

found to be in the quadrants of "human relations", and 

"rational goal" which mean that the Extension 

Organization should exert some efforts   that would help 

decrease those gaps. While the narrower two gaps are 

within the "open systems" and "internal process" 

quadrants.  

 

 

 



Ahmed M. Diab et al.-: How Does Organizational Climate Contribute to Job Satisfaction and Commitment …….. 

 

755 

Table 4. Means and percentages of extension personnel's perceptions of the OCM's quadrants 

OCM's quadrants 
No. of 

subscales 

No of 

items 

Maximum 

score 

Std. 

Deviation 

Mean 
Rank 

Value Percentage 

Open Systems 3 16 64 3.70 48.40 75.63 1 

Internal Process 2 9 36 2.71 25.00 69.44 2 

Human Relations 6 29 116 3.75 77.35 66.68 3 

Rational Goal 6 28 112 2.48 73.15 65.31 4 

Overall OCM 17 82 328 8.03 223.90 68.26 - 
Source: The study's findings 

 

 

Figure 2. Radar Chart displays of gap between maximum and mean scores of agricultural extension 

organizational climate measure (OCM) quadrants   
Source: the study’s findings. 
 

Extension Personnel's Job Satisfaction 

Table 5 represents the mean scores and percentages 

for extension employees’ responses to the job 

satisfaction scale. The figures in the table show that the 

overall average value of job satisfaction reached 73.6 or 

73.6% of the total score; which implies that extension 

employees are slightly satisfied with the job they 

perform. The table also reveals that the scores are above 

average for the subscale of "external satisfaction" 

(comprising of: authority, policies and practices, 

recognition, responsibility, security, supervision and 

variety). This subscale received the higher score (74.4% 

of the maximum score), while the "internal satisfaction" 

subscale (comprising of: ability utilization, 

achievement, activity, advancement, compensation, 

coworkers, creativity, independence, moral values, 

social service, social status and working conditions) 

received a percentage of 73.1 the maximum score. 

Figure 3 displays the gaps between maximum and 

mean scores of employees' satisfaction. Findings in the 

figure shows that a more than a quarter gap appear in 

both internal and external satisfaction, which mean that   

the Extension Organization should exert some efforts   

that would help decrease those gaps. 

Table 5 Means and percentages of extension personnel's Job Satisfaction subscales 

Job Satisfaction subscales  
No of 

items 

Maximum 

score 

Std. 

Deviation 

Mean 
Rank 

Value Percentage 

Internal Satisfaction 12 60 6.36 43.85 73.08 2 

External Satisfaction 8 40 5.15 29.75 74.38 1 

Overall Job Satisfaction 20 100 11.25 73.60 73.60 - 
Source: The study's findings 
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Figure 3. extension employees' job satisfaction gaps 
Source: the study's finding 

 

Extension Personnel's Commitment 

Commitment is the attitude of having a strong desire 

to remain in the organization, strive according to its 

wishes, and belief in the acceptance of its values and 

goals, table 6 presents mean scores of the agricultural 

extension employees' commitment. As indicated in the 

table, findings revealed that the total score of 

organizational commitment reached 61.5 which 

represent 68.4% of the maximum score. This imply the 

medium commitment of extension personnel to their 

organization. Findings indicate also that respondents 

express below average "affective commitment to the 

organization, ACS-ORG" (mean score is 17.8 which 

represent 59.3% of the maximum score), and display 

above average "continuance commitment to the 

organization (CCS-ORG) and normative commitment to 

the organization (NCS-ORG)" as the mean scores 

represent 70.8% and 75% of the maximum scores, 

respectively.  

Regarding the occupational commitment, findings 

revealed that the mean of total score of occupational 

commitment reached 65.78 score which represented 

65.78% of the maximum score. This finding implies that 

respondents have occupational commitment more than 

the organizational commitment. Similarly, respondents 

express below average "affective commitment to the 

occupation, ACS-OCC" (mean score is 17.6 which 

represent 85.8% of the maximum score), and display 

above average "continuance commitment to the 

occupation (CCS-OCC) and normative commitment to 

the occupation (NCS-OCC)" as the mean scores 

represent 66.5% and 72% of the maximum scores, 

respectively. 

Figure 4 show the gaps between maximum and 

mean scores of employees' commitment. Findings 

revealed that the component of "Affective Commitment" 

has the widest gaps (with percentage of -40.7% and -

41.2%), followed by the component of "Continuance 

Commitment" (-29.2% & -33.5%) and finally the 

component of " Normative Commitment" (-25% & -

28%) for the organizational and the occupational 

commitment respectively, which mean that  the 

Extension Organization should exert some efforts that 

would help decrease those gaps. 

Impact of Organizational Climate on Job 

Satisfaction and Employees' Commitment   

In order to determine the effect of each of the 

dimensions of OCM on job satisfaction and employees' 

commitment The Stepwise multiple regressions analysis 

was used. The findings in table 7 show that the job 

satisfaction as dependent variable is affected by three of 

the studied dependent variables. In this model, the "f" 

value is significant at 0.01 level. Accordingly, the 

variable of “Efficiency” which contribute to the 

interpretation of 19.6% of variance of the Job 

Satisfaction. This means that unit of changes of standard 

deviation of the Efficiency explain 0.196 of unit change 

in standard deviation of the Job Satisfaction.  Other 

variable influenced the Job Satisfaction is “Outward 

Focus” which contributed 37% of the explanation of the 

varience of the overall Job Satisfaction. Findings also 

revealed that the variable of " Clarity of Organizational 

Goals" is contributed to the interpretation of 10.7% of 

variance of the Job Satisfaction. 

Findings show also that the variable " Efficiency" 

explain about 57.7% of variance on “Employees' 

Commitment. This means that unit of changes of 

standard deviation of the Efficiency explain 0.58 of unit 

change in standard deviation of the Employees' 

Commitment. Based on the previous results it could be 

reject the null hypotheses numbers 10, 12, 13, and 31 

while the remaining null hypotheses couldn’t be 

rejected.  
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Table 6 Means and percentages of extension personnel's commitment subscales 

Employees' Commitment  
No of 

items 

Maximum 

score 

Std. 

Deviation 

Mean 
Rank 

Value Percentage 

Affective commitment to the organization 6 30 2.31 17.80 59.33 3 

Continuance commitment to the organization 6 30 3.48 21.25 70.83 2 

Normative commitment to the organization 6 30 3.27 22.50 75.00 1 

Total Commitment to the Organization 18 90 6.59 61.55 68.39 - 

Affective commitment to the occupation 6 30 2.48 17.65 58.83 3 

Continuance commitment to the occupation 6 30 3.05 19.95 66.50 2 

Normative commitment to the occupation 6 30 3.68 21.60 72.00 1 

Total Commitment to the Occupation 18 90 6.64 59.20 65.78 - 

Overall Personnel's Commitment 36 180 12.10 120.75 67.08  
Source: The study's findings 

 

    

    

Figure 4. extension employees' commitment gaps 
Source: the study's finding 

 

Table 7 Impact of organizational climate on job satisfaction and employees' commitment   

Dependent variables 
Analiyzing 

steps 

Independent variables 

(Organizational Climate 

Measures)  

R2 Adjusted 

R2 

% of 

Varience 

Interpretation 

F Value 

Job Satisfaction Step 1 Efficiency 0.238 0.196 19.6 5.64* 

 Step 2 Outward Focus  0.612 0.566 37.0 13.39** 

 Step 3 
Clarity of Organizational 

Goals 
0.725 0.673 10.7 14.06** 

Employees' Commitment  Step 1 Efficiency 0.599 0.577 57.7 26.88** 

Source: the study’s findings.                                         *P ≤ 0.05              **P ≤ 0.01 
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CONCLUSIONS 

The current study focuses on organizational climate 

in relation to job satisfaction and organizational 

commitment. The OCM was used to identify 

characteristics of the organizational climate, Job 

satisfaction was indexed using the Minnesota 

satisfaction questionnaire and the employees' 

commitment was measured using the Meyer et al., 

scale. The findings indicated that the variable of 

“Efficiency” contribute to Job Satisfaction and 

Employees' Commitment, and variables of “Outward 

Focus” and "Clarity of Organizational Goals" contribute 

to job satisfaction. Based on the previous results it could 

be concluded that employees' job satisfaction and 

commitment could be enhanced through promoting the 

efficiency, Outward Focus and Clarity of Organizational 

Goals as dimensions of the climate of agricultural 

extension organization. Consequently, the study 

recommends spending more efforts in promoting the 

organizational climate of agricultural extension in order 

to insure its organizational effectiveness.  
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 يالملخص العرب
محافظة الوادي في  اإلرشاد الزراعيبالمناخ التنظيمي في الرضا وااللتزام الوظيفي للعاملين  يسهمكيف 

؟الجديد، مصر  
دينا حسن إمام و وهند مختار دياب أحمد محمد دياب  

( استكشاف المناخ التنظيمي 1يهدف هذا البحث إلى 
شاف ( استك2 محافظة الوادي الجديد،لإلرشاد الزراعي في 

نظيمي وااللتزام التلرضا الوظيفي لكل من ا الوضع الراهن
( 3للعاملين باإلرشاد الزراعي بمحافظة الوادي الجديد، و 

دراسة تأثير المناخ التنظيمي لإلرشاد الزراعي على كل من 
. تم جمع للمبحوثينالرضا الوظيفي وااللتزام التنظيمي 

 -شهر يناير  يان خاللالبيانات باستخدام إستمارة االستب
يمثلون نسبة  مبحوث 25ة من من عينة مكون ،2021فبراير 
٪ من إجمالي عددالعاملين باإلرشاد الزراعي في 37.3

فرد(. تم استخدام التكرارات  67محافظة الوادي الجديد )
والمتوسط الحسابي واالنحراف المعياري وتحليل االنحدار 

شفت النتائج أن متوسط المتدرج لعرض وتحليل البيانات. وك
٪ 68.26يمي قد بلغ للمناخ التنظ كات المبحوثينإدرا درجات

٪ من الدرجة 73.6من الدرجة الكلية، ورضاهم الوظيفي 

٪ من الدرجة الكلية. 68.4الكلية، والتزامهم التنظيمي بلغ 
ا أن متغير "الكفاءة" يساهم في تفسير  كما تظهر النتائج أيض 

لتباين في كل من الرضا الوظيفي ٪ من ا57.7٪ و 19.6
اإلرشاد الزراعي على التوالي. لتزام التنظيمي للعاملين بواإل

باإلضافة إلى أن هناك متغير آخر قد أثر على الرضا 
٪ في 37الوظيفي وهو "التركيز الخارجي" الذي ساهم بنسبة 

تفسير التباين في الرضا الوظيفي للعاملين. كما أظهرت 
ي النتائج أن متغير "وضوح األهداف التنظيمية" يساهم ف

. للمبحوثين الرضا الوظيفيي فتباين ال٪ من 10.7تفسير 
رفض الفروض للدراسة بناء  على النتائج السابقة يمكن 

بينما ال يمكن رفض  31و  13و  12و  10الصفرية أرقام 
 .الفروض الصفرية المتبقية

المناخ التنظيمي، الرضا الوظيفي، اإللتزام  الكلمات الدالة:
راعيالتنظيمي، اإلرشاد الز 

 
 
 
 
 
 

  
 
 


