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Job satisfaction and organizational commitment have gained quite a number of attentions in organizational behavior and management literature. University plays an essential role in the educational environment and social development. Moreover, teachers’ satisfaction and commitment are considered as indicators of university’ success, hence, it is a significant issue to pay attention to university teachers’ satisfaction and organizational commitment.
Job satisfaction
Concepts of job satisfaction
Job satisfaction is a topic that is the most frequent research variable in the field of organizational behavior. However, there is no consistent definition of job satisfaction.
The concept of job satisfaction was first proposed by Hoppock (1935), he defined job satisfaction is the psychological and physiological perception with the nature of work and the working environment. Based on his work on job satisfaction, various researchers raised different views. Locke (1976) identified job satisfaction as the positive or negative emotional state of a person’s assessment of their work or work experience. It contains both the cognitive and affective dimensions. Hulin and Judge (2003) added another dimension behavioral based on Locke. According to Vroom’s (1982) expectation theory, job dissatisfaction arises when expectations are not fulfilled. Weiss and Dawis (1996) explained that job satisfaction depends on the degree that the ability of the individual matches the job requirements and meets the needs by strengthening all aspects of the work environment. Robbins (1997) reported job satisfaction refers to the general attitude of an individual towards his or her job (Yılmaz and Kılıç, 2017). Spector (1997) demonstrated job satisfaction as a sense of people’s feeling about their jobs and different aspects of the jobs. It is the extent to which people like or dislike their jobs. Berry (1997) expressed job satisfaction reflects employee satisfaction with work, their response to work experience, emotional state response to work (Altinoz, Cakiroglu, and Cop, 2012; Evan, 2001). Miao (2011), stated that job satisfaction is employees’ overall sense of well-being at work (George & Jones, 2012). Job satisfaction was represented as an employee’s overall assessment of the job by Gupta and Gehlawat (2013). 
Causes and consequences of job satisfaction
[bookmark: _Hlk6930561]By reading plenty kinds of literatures, as we know that a lot of factors are associated with job satisfaction. These factors include individual factors, job-related factors, and organizational factors. Components of individual factors are individuals’ emotions, personalities, and their perceptions and evaluations to the jobs (Buitendach and de Witte, 2005; Froese and Xiao, 2012). Job related factors cover nature of the job, work conditions, work objectives, task identity (Kendall, & Hulin, 1969; Yang et al., 2014), and organizational factors contain compensation, promotion, supervisors, coworkers, leadership, growth, recognition, organization support (Bogler and Nir, 2012; Herzberg, 1959; Kendall, & Hulin, 1969; Locke, 1976; Nguni, Sleegers and Denessen, 2006; Rahaman, 2012)  
job satisfaction may impact some aspects of employees and organizations, employees’ efficiency, productivity (Cranny, Smith and Stone, 1992), employees’ well-being, involvement (Lok & Crawford, 2003; Qasim & Syed, 2012), organizational performance (Judge et al., 2001). Bowling (2007) agreed with the viewpoint that the relationship between job satisfaction and job performance is not obvious by proof. After adding personality characteristics as control variables, this relationship is partially eliminated.
[bookmark: _Hlk6930916]Evidence indicates that less satisfaction may result in less employee involvement, higher turnover, absenteeism. Therefore, low satisfaction will not only increase the willingness of employees to quit, but also reduce the contribution of employees to the organization (Brayfiled and Crockett, 1995; Dupre and Day, 2007Lok & Crawford, 2003; Smith et al., 1969). 
Nagar (2012) stated that a decrease in job satisfaction would impact individual’s physical and mental health, which can lead to employees receive an unhappy perception, which may affect the work performance and thus reduce work efficiency, and this situation may further lead to greater job dissatisfaction. Nagar also reported that job satisfaction affects employees’ cognition, effective and behavior in their working and life. Hakkak, Gashti, and Nawaser (2014) divided job satisfaction into two types, internal and external satisfaction, internal satisfaction is closely related to values, social status, while, external satisfaction with payment, promotion and interaction among employees.
Teacher’s satisfaction
Strauss (1978) defined that teachers’ job satisfaction can be defined as the degree that their personal and professional needs are satisfied. Fried (1978) proposed three dimensions of teacher’s job satisfaction, there are the social and technical environment, work environment and recognition. Neuman, Reichel, and Saad (1988) identified teachers’ job satisfaction is their willingness and preparation to retain in the teaching profession.
Hayden et al., (2015) studied the satisfaction of academic staff in 11 countries, the survey result indicated that most (62%) of academic workers are satisfied with their job. Particular in Canada, Japan, Finland and Malaysia, a higher proportion of scholars (65%-74%) are satisfied with their work, however, in other countries, the UK, South Africa, Portugal and Australia, a lower proportion of scholars (47%-55%) are satisfied with their job. What makes academic staff most dissatisfied is the management of the organization and the cumbersome administrative procedures, there is a lack of communication between managers and staff, and no support for teaching and research work, followed by lacking research time, insufficient promotion chances. 
Anderman, Belzer, and Smith (1991) believed that university culture is associated with teacher’s job satisfaction, the working environment (Qiu and Wang, 2009), working experience (Blood et al., 2002), interpersonal relationship (Droogenbroeck et al., 2014) are positive affect teachers’ satisfaction. Rice and Schneider (1994) pressed the extent of autonomy is a contributing factor to teachers’ job satisfaction. Nagar (2012) found teachers are lacking sufficient resources or feeling vague roles, which would lead to their feeling of less satisfied with work.
Vural (2004) shows that teachers with higher satisfaction are usually more efficient. On the contrary, when their satisfaction is low, their work efficiency is low, and their quality is low. Bektas (2003) pointed out that teachers with high job satisfaction are more serious about teaching, which will improve the quality of teaching.
Organizational commitment
Concepts of organizational commitment
The interest of researchers in sociology, psychology and behavioral science in organizational commitment leads to different definitions of organizational commitment (Colakoglu, Culha and Atay, 2010).
Becker (1960) first proposed the concept of organizational commitment, the commitment was defined as a tendency to maintain “activity consistency” generated by side-bet. He considered organizational commitment as the psychological phenomenon that employee’s remaining in the organization is positively correlated with this contribution to the organization’s increases. Since then, organizational commitment has attracted more and more attention, and scholars have different views on it according to their own research.
Porter et al. (1974) identified organizational commitment as “the strength of an individual’s identification with and involvement in a particular organization”. Three features that indicate high organizational commitment, which is acceptance of organizational goals, willingness to work for the good of the organizational work and strong motivation to stay in the organization. Mowday et al. (1979) stated that organizational commitment is the power of employees’ participation and identification. The components of this commitment are identified as a firm belief and acceptance of the organization’s goals and values, they are willing to make additional efforts for the organization’s interests and they are eager and willing to continue to be members of the organization. Organizational commitment is also an individual’s emotional attachment to the organization. Individuals are willing to share the values of the organization and are willing to remain in the organization. They believed that “highly committed employees are thought to be motivated to exert high levels of energy on behalf of the organization”. Meyer and Allen (1991) defined organizational commitment as “a state of mind that reflects the relationship between employees and organizations and implies the employee's decision to stay in the organization.” Leone (2006) defined organizational commitment as the degree of identification between employees and employers. SamGnanakkan (2010) explained that organizational commitment is a concept, including the attitudes and behaviors of employees (Krishnaveni and Ramtumar, 2008), which can decide the success or failure of an organization.
An organization’s performance highly depends on employees’ commitment, the more committed of employee, the higher level of organizational performance (Cohen, 1993; Mowday, Steers, & Porter,1979; Suliman & Iles, 2000; Tiwari and Singh, 2014), and also result in more productive, responsible (Chow, 1994; Demirel & Goc, 2013) and satisfied employees (Altinoz, Cakiroglu & Cop, 2012). Less committed employees are more likely to turnover (Walton,1985; Mouloud, Bougherra & Samir, 2016).
Dimensions of organizational commitment
The five forms of commitment Morrow (1993) proposed were calculative, attitudinal, continuance, affective and normative organizational commitment. Hrebiniak and Alutto (1972) expressed calculative organizational commitment occurs when a person commits to an organization because money and related benefits he or she gains from the organization. The most frequently occurring attitude organizational commitment is the degree to which a person commits with the organization (Porter et al., 1974).
Meyer and Allen (1991) defined the three-component model of organizational commitment, there are affective commitment, continuance commitment and normative commitment. This model received a lot of empirical support and potential popularity. 
Affective commitment means an individual’s emotional dependence, recognition and input to the organization. People with strong affective commitments will voluntarily work for the organization, because of the deep feelings with the organization, not benefit interests. In this type of commitment, individuals and organizations own similar values, the interaction between them is positive. 
Continuance commitment occurs when an individual is aware of the loss of deviating from the organization (Meyer, Allen and Smith, 1993), which is related to one’s experience and the contribution to the organization. people with continuance commitment found it difficult to give up the organization as they are afraid of losing the compensation that received from the organization, moreover, they have no other choices. Therefore, people with a high level of this kind of commitment are still members of the organization as they need it.
Normative commitment refers to an employee’s commitment to stay in the organization. Employees who follow normative commitment believe that they have to maintain the membership of the organization because it is “correct and ethical” (Meyer and Allen, 1991). 
[bookmark: OLE_LINK3]Meyer and Allen (1991) summary the tree component commitment: “Employees with strong affective commitment remain because they want to, those with strong continuance commitment because they need to, and those with strong normative commitment because they feel they ought to do so”. Castañeda, Dunham and Grube (1994) research on the organizational commitment dimensions support the three components, furthermore, they propose two continuous dimensions (personal sacrifice and lack of substitution) as the persistence dimensions. 
Until now, the three-component of organizational commitment was considered as the dominant model in the research area of organizational commitment. However, some studies show that the model is not completely consistent with empirical findings (Meyer et al., 2002; Solinger, Van Olffen & Roe, 2008).
[bookmark: OLE_LINK6][bookmark: OLE_LINK7][bookmark: _Hlk6904982]Solinger, Van Olffen & Roe (2008) criticized the three-component model (TCM) (Allen & Meyer, 1990). They believed that TCM represents a specific model for predicting turnover, while, TCM does not meet the conditions of the general model of organizational commitment. They suggested that applying the attitude-behavior model of Eagly & Chaiken (1993), which seems to combine attitudes toward goals and behavior, from which a series of models can be extracted to predict specific organizational behavior. 
Teachers’ commitment
Many studies (Fiorita, Bozeman, Young and Meurs, 2007; Brown and Sargeant, 2007) stated that employee commitment is one of the dominant factors in determining an organization's success in a competitive environment, especially in higher education institutions, as an important indicator of success or failure. 
Jafri’s (2010) research further demonstrated that committed employees display positive curiosity, enthusiasm for learning, willingness to challenge and desire to try new methods. To this end, universities’ overall performance depends on their academic faculty, and ultimately on their level of commitment.
Kassaw and Golga (2019) conducted a questionnaire survey of 877 teachers in Haramaya University, they found that the level of commitment of college faculty is at a medium level, and there is no significant difference between demography and commitment dimensions, e.g. gender and educational position, the same result with Iqbal (2014). Factors that determine the level of teachers’ commitment include leadership behavior, compensation, nature of job, work environment (Vandenberg and Lance, 1992; organizational justice, organizational facilities, organizational culture (Anderman, Belzer & Smith, 1991), peer relationships, personal characteristics, emotions, interests, loyalty (Celebi and Korumaz, 2016). Khan et al. (2014) added that teachers’ organizational commitment was also influenced by organizational climate and opportunities for professional growth. 
Relationship of Job satisfaction and organizational commitment
Job satisfaction is positive associated with organizational commitment (Aydogdu and Asikgi, 2011; Azman and Ridwan, 2016; Dakhil, 1995; Elangovan, 2001; Mouloud, Bougherra and Samir, 2016; Rahaman, 2012; Srivastava, 2013; Takamatsu and Yamaguchi, 2018; Tiwari and Singh, 2014; Yang et al., 2014; Yucel and Bektas, 2012).
Stevens et al. (1978); Wasti (2003) stated that job satisfaction is an important predictor of organizational commitment. Shan (1998) agreed their statement and explained that organizational commitment is a critical factor to retaining and attracting qualified employees because only satisfied and loyal employees are willing to continue to engage with the organization and make efforts to achieve their goals. Godkin and Lucero (2002) believed individuals with a high degree of organizational commitment are not only satisfied with their jobs, but also improve their performance, reduced absenteeism and willingness to leave the organization. Froese and Xiao (2012) explained that workers’ commitment to the organization was significantly affected by their job satisfaction in all aspects. Individual factors of job satisfaction (such as autonomy satisfaction, performance appraisal satisfaction, salary satisfaction) are significantly positively correlated with employee organizational commitment. However, the impact of job satisfaction varies, the effect of autonomy satisfaction is stronger than salary satisfaction. In contrast, Ahmad and Oranya (2010) argued that there is no significant relationship between job satisfaction and sustained commitment. Meyer et al., (2002) demonstrated that the three components of commitment are all related to job satisfaction, while relationship indicates the difference. Affective commitment has the strongest positive correlation with job satisfaction, followed by normative commitment, and then continuance commitment. Jernigan, Beggs and Kohut (2010) surveyed 472 nurses, the result indicated that satisfaction with professional status can be used to predict moral commitment. Dissatisfaction, autonomy, and professional status could predict alternative commitment. None of the dimensions of job satisfaction was connected to calculative commitment. Cooper-Hakim and Viswesvaran (2005) studied a large number of literatures related to job commitment through meta-analysis, they confirm that different forms of commitment have similar patterns with outcome variables (job satisfaction, job performance, turnover intention).
Job satisfaction and organizational commitment among teachers
[bookmark: OLE_LINK4]Satisfied and commitment teachers are more likely to motivate students to learn knowledge, teachers’ satisfaction with their work may have a strong effect on the emotional attachment of the organization (Hang and Foley, 2006). Yucel and Bektas, (2012) used the questionnaire survey to study the relationship between teacher’ satisfaction and commitment. The results showed a positive correlation between organizational commitment and job satisfaction. In addition, they found that age plays a moderating effect on the curve relationship between teacher job satisfaction and organizational commitment. There is a difference in job satisfaction and organizational commitment between young teachers and older teachers. Nagar (2012) studied the relevance between internal, external job satisfaction and organizational commitment. He surveyed 153 teachers at Jammu University within the questionnaire, the conclusions were addressed that job satisfaction is an important predictor of teachers’ commitment. High satisfied teachers are more likely to demonstrate greater organizational commitment and have a stronger willingness to work hard, and they may perform their roles more effectively and successfully. This sense of satisfaction and positiveness in the work further promotes a sense of responsibility for the organization, and the organization is the source of this satisfaction. Demir (2013) analyzed whether the level of teacher commitment varies with gender, age and seniority. He concluded that most physical education teachers show the level of emotional commitment. In addition, female teachers have more sustained commitment than male teachers, and male teachers have more normative commitment than female teachers. Research of Getahun, Tefera and Burichew (2016) showed that there teachers’ job satisfaction is positively related with their organizational commitment. Moreover, gender is the only demographic variable that is significantly positively correlated with job satisfaction, age, marital status, and education level have no significant correlation with job satisfaction of sample schools. Donald, Lucia and Victor (2016) also dedicated to studying the relationship between teachers’ satisfaction and commitment. The results indicated that job satisfaction is significantly correlated with emotional commitment and continued commitment, but with normative commitment, no significant correlation. These results are not inconsistent Yılmaz and Kılıç's (2017). They believed teachers’ satisfaction is significantly positively related to normative commitment, while, not significantly related to affective commitment. Mouloud, Bougherra and Samir (2016) also applied questionnaires to explore the relationship between physical teachers’ job satisfaction, job performance and organizational commitment. They collected 100 teachers’ questionnaires and conducted a result that job satisfaction is significantly correlated with organizational commitment. Low levels of job satisfaction can lead to low levels of organizational commitment, this may impact the quality of teaching and the level of student performance. Aydin, Sarierand Uysal (2013); Dou, Devos and Valcke (2017) confirmed the transformational leadership style affects teachers’ job satisfaction and organizational commitment in a positive way and concluded that as the manager's leadership style shifts from transaction to transformation, teacher job satisfaction and organizational commitment levels rise.
Research gap
Although the academic community has a wide range of research on satisfaction and organizational commitment, there is still a certain GAP.
First, there is a lack of consensus on the definition of job satisfaction and how to assess employee satisfaction. 
Second, there is little accordance on what is organizational commitment. The outcome variables of commitment research usually only focus on factors such as separation, absenteeism. Also, the potential negative impact of high levels of organizational commitment is another area of research that has been ignored. In some cases, high commitments may lead to greater stress. 
Third, until now, there is no clear causal order of job satisfaction and organizational commitment. Some scholars revealed satisfaction causes commitment, other scholars proved commitment causes satisfaction, a few researchers demonstrated the interaction between satisfaction and commitment, and even no causal relationship exists between them. Almost all the literature indicates that there is a positive correlation between the two. Assuming that there is a negative correlation between the two constructs, will it surprise many people? Whether job satisfaction has a negative correlation with commitment remains to be studied. 
Finally, many studies have done relevant surveys on teachers' satisfaction and organizational commitment, while, there are not too many studies on teachers of universities. The purpose of this article is to study the relationship between job satisfaction and organizational commitment of Chinese University teachers. The relevant literature has been read are all over the world, from the United States, the UK, Iran, Pakistan, Nigeria and so on. These countries have different backgrounds with China, such as different cultural backgrounds, different social environments, different political environments, different educational systems, different management mechanisms and so on. The results of their empirical research would not directly explain the current situation of teachers' satisfaction and organizational commitment in Chinese universities.



















Critically evaluate “Teachers: emotional intelligence, job satisfaction, and organizational commitment” from Nahid Naderi Anari (2012)
Research philosophy (positivism)
Research onion was adopted to evaluate this article (Figure 1). Saunders, Lewis and Thornhill (2016) defined research philosophy as the “system of beliefs and assumptions about the development of knowledge”. Purpose of research is to develop new knowledge, research philosophy is very important, because it may decide research design, methodology and analysis. 
[image: ]
Figure 1: research onion (Source: Saunders, Lewis and Thornhill (2016))
According to Anari (2012), the objectives of this study is to alleviate the high turnover of teachers and to recommend high schools how to retain knowledge-based teachers with the research results. The author studied the relationship between high school English teachers’ emotional intelligence, job satisfaction and organizational commitment. In addition, Anari (2012) used demographic factors such as gender and age as control variables to measure whether teachers’ emotional intelligence, satisfaction, and their commitment differed by gender and age. After reviewing the previous literature, Anari (2012) proposed hypothesis, he adopted quantitative research method and the survey research design; questionnaires were used to collect data and software of SPSS was used to analyze data. Then, he analyzed the results and draw a conclusion. 
This research process is in line with the characteristics of positivists. First, positivists explain that the basic knowledge of science exists objectively, and is not transferred by human beings, the researcher’s work is to expose the truth. Secondly, positivism holds that science is a unique way to acquire knowledge, and knowledge must be acquired by logical and scientific means (Nueman, 2003). Furthermore, positivism is typically equated with quantitative research method. The data collection technology focuses on collecting hard data in digital form so that evidence can be presented in a quantitative form (Bhattacherjee, 2012). Then, positivists follow the logic of the hypothesis deduction test, starting from theory, and testing the theoretical hypothesis with empirical data (Ryan, 2018).
The research philosophy of positivism is mainly presented from three aspects: ontology, epistemology, and axiology (Guba and Lincoln, 1998). Ontology guides epistemology; epistemology guides axiology; Axiology reflects and influences epistemology, then influences ontology (Ruona and Lynham, 2004).
Ontology 
Research should be based on the concept of ontology, which is the way researchers define truth and reality. Ontology is a branch of philosophy, which concerned with the nature and structure of the reality (Wand and Weber, 1993). Positivists have the ontology that empirical facts exist independently of personal ideas. “Objective” knowledge, which is not affected by human subjectivity. On the ontological level, positivism focuses on discovering the truth and presenting it empirically (Henning, Van Rensburg and Smit, 2004). 
[bookmark: _Hlk7724740]Research problems may be the most important task in the process of research, research problems exist objectively. In this paper, Anari (2012) believes that the problem of the high turnover rate of teachers exists objectively, and the three concepts, emotional intelligence, job satisfaction and organizational commitment are also a real existent fact, moreover, the relationship among the three concepts are the existent regulations. Besides, he considers that job satisfaction and organizational commitment are all related to teacher turnover intention. 
Epistemology 
Epistemology refers to the assumption of knowledge, how to know knowledge, what is acceptable, effective and legal knowledge; and how to acquire knowledge (Burrell and Morgan 1979). Epistemology is widely used in academic and disciplines, there are two main standpoints of epistemology: positivism and interpretationism.
Positivists have the epistemology that the knowledge can be approached, gradually understood, and proven by observation and measurement, finally “truth” knowledge can be acquired through scientific methods, rather than the knowledge that human beings interpret themselves (Antiwi and Hamza, 2015). Positivists believe that objective methods should be used to achieve the most realistic results. From this point of view, researchers use quantitative terms to explain how variables interact and lead to results, also, knowledge can be discovered through hypothesis and experimental testing deductive method (Ulin, Robinson and Tolley, 2004).
[bookmark: OLE_LINK2]Anari (2012) used deterministic assumptions to answer objective research questions. He believes data of teachers’ emotional intelligence, job satisfaction, and organizational commitment can be observed and measured by deduction approach and quantitative method. Moreover, he considered causal relations could be explained through the collected data from questionnaires, and then a rule could be found as they are similar to the previous studies. Considering the differences in demography, there may be differences in the impact of these three concepts, and through measurement, data, new understanding is put forward. Quantitative using mathematical language to observe the objective social phenomena accurately, and with the help of clear theory to analyze the observation records.
Axiology
[bookmark: _GoBack]Axiology indicates the role of values and ethics within the research process (Saunders, Lewis and Thornhill, 2016). Axiology focus on what’s the value and the purpose of the research. Positivists have the axiology that research is value free, neutral and dependent, and researchers should maintain an objective stance.
This research has a significant mean for teachers and schools to improve teachers’ satisfaction and commitment, thus would decrease teachers’ rate of turnover. Anari (2012) believed this research is valuable, as teachers’ satisfaction and commitment may influence their performance, well beings, students’ level and even the whole education system. Furthermore, Anari took an objective stance on this research. The data collected from the questionnaire would be more authentic. The questionnaire was presented in Farsi version and tested by scholars before it was sent out. Besides, SPSS was applied to analyze data objectively.
Ethics
Individuals or organizations are influenced by research behavior. Researchers must ensure that all participants are morally justified. Researchers’ behavior should conform to the social rules of the association of respondents (Zikmund, 2000). The survey of Anari (2012) was permitted by the teachers and the high school before launch the questionnaires, also, the research gave enough time and instruction to answer the questions, moreover, these questionnaires are anonymous.
Deductive approach and role of theory
The positivists use a deductive approach to research, starting with theory and using survey data to test theoretical hypotheses. Bryman (2008) defined a deductive approach follow the process of finding a theory, make predictions based on the theory, then use measurement to test it. Ye (1998) stated a deductive approach is used to test the theory by hypothesis-deductive mode. Throughout the research process, a researcher will make many assumptions that will support the researcher’s research strategy and methods of collecting data. Some assumptions may be implemented, and some will not be clearly implemented (Saunders and Lewis, 2012). 
All quantitative research requires a hypothesis before research can begin, the hypothesis can be based on the theory, research hypothesis may be the result of the researchers’ speculation. The theory of the same phenomenon may produce different results in different environments. According to Torraco (2005), a system of explaining a group of phenomena, which define the key concepts that play a role and the laws associated with these phenomena. A theory can be changed by new inventions in research. A good theory should have practical value, theory without practice is fruitless, and practice without theory is blind. Therefore, theory and practice are indispensable to scientific research (Neuman, 2003).
Anari (2012) first reviewed the literature on emotional intelligence, job satisfaction, organizational commitment, emotional intelligence and demographic information, job satisfaction and demographic information, and organizational commitment and demographic information. He proposed six hypotheses base on the review and predicted theory by deductive method. Second, premises were tested by appropriate data was collected, then variables are measured and analyzed by software instrument. Third, if the analysis results are consistent with the premises, the theory should be confirmed.
Methodology 
Methodology refers to how a researcher actually discovers anything he or she thinks he or she can know. It is a research strategy that transforms ontological and epistemological principles into guidelines and indicates how to conduct research (Sarantakos, 2005; Festinger, 2005). 
Mono method quantitative
Researchers should decide what research methods they would adapt to collect data in order to solve the research question they are interested in. For positivism, scientific methods can understand the world, it focuses on hypothesis testing and theoretical testing. positivists mainly use quantitative data, quantitative methods are designated quantitative data, such as numerical scores, indicators, etc., and quantitative techniques (such as regression) are used for analysis (Salmon, 2007).
In the survey, the author made use of a single questionnaire to acquire data from one specific group (teachers) and corresponding data analysis program (mono-method), the data was collected in a certain time, so cross-sectional analysis was adopted. In a cross-sectional study, multiple variables (dependent and independent variables) can be measured at the exact the same time. Cross-sectional studies generally use survey strategy, which is used to collect primary data for the positivism (Saunders et al., 2009), the author applied a survey strategy by contacting respondents personally to collect the teachers’ primary data. In the study, a standardized, structured questionnaire has been designed to clearly measure the research objectives and research question. respondents’ attitudes were measured by a rating scale. Anari (2012) adopted a five points-Likert scale to measure teachers’ emotional intelligence, job satisfaction and organizational commitment. 
Researchers also need to carefully select the target population to collect data, as well as sampling strategies to select samples from that population. Sampling strategies are closely related to the analysis units in research problems (Saunders et al., 2009). Probability sampling is related to survey strategy. In the sampling process, Anari (2012) the author utilized the method of proportional stratified sampling and random sampling method, which could reduce the sampling error caused by the different characteristics of each layer. Random and stratified sampling can eliminate the possibility of bias; thus, the samples are representative. A total of 84 samples were collected, including 29 males and 55 females. These teachers have different characteristics, such as different ages, different working years and different degree backgrounds.
In addition, quantitative methods use statistical analysis techniques to assess data collected through questionnaires. Anari (2012) applied IBM SPSS Statistics for quantity analysis. The following data analysis techniques were used in his research (Table 1).
	Data Analysis Techniques
	Objective

	Normal curve distribution
	Normality test

	Cronbach Alpha
	Reliability test

	Descriptive statistics
	Mean, standard deviation

	Pearson product moment correlation
	Test the hypothesis

	T-test
	Test the hypothesis

	One-way ANOVA
	Test the hypothesis


Table 1: Data analysis techniques used in the study of Anari (2012).
Reliability and validity
Reliability refers to the characteristic of a measurement’s consistency and dependability, the degree to which test results are not impacted by measurement errors shows the reliability of the test (Litwin, 1995).
[bookmark: _Hlk7642335][bookmark: _Hlk7642102]Three scales were used in the study, there are Emotional Intelligence Test (SREIT) developed by Schutte et al. (1998), Job Satisfaction Survey (JSS) designed by Spector (1994) and Organizational Commitment Questionnaire (OCQ) revised by Meyer and Allen (1997). The Cronbach’s a of original SREIT is 0.87 to 0.90, the Cronbach’s a in this study of Anari (2012) is 0.73; the Cronbach’s a of original JSS is ranging from 0.81 to 0.91, the Cronbach’s a of this study is 0.75; the Cronbach’s a of original OCQ is ranging from 0.74 to 0.87, the Cronbach’s a in this study is 0.71 (Table 2). Hence, all of the scales of the three concepts are over than 0.70, which should be accepted. Moreover, demographic information, such as age, gender regarded as control variables to be measured with emotional intelligence, job satisfaction and organizational commitment by a lot of researchers (Harrod & Scheer, 2005; Spector, 1994; Marchiori & Henkin, 2004).
	The scales
	The authors
	The reliability of the original scale
	The reliability in this study

	Emotional Intelligence Test (SREIT)
	Schutte et al. (1998)
	0.87-0.90
	0.73

	Job Satisfaction Survey (JSS)
	Spector (1994)
	0.81-0.91
	0.75

	Organizational Commitment Questionnaire (OCQ)
	Meyer and Allen (1997)
	0.74-0.87
	0.71


Table 2: the scales in this study.
Validity means the degree to which the measured result reflects the content to be examined. The higher the validity is, the more the measurement results can show the characteristics of their measurements (Litwin, 1995). Although Anari (2012) did not mention the validity in his article, it can be revealed from the results, which are consistent with the previous studies. So, it is believed that the validity of Anari’s study is accepted.
Limitation 
Limitation in the study of Anari (2012) is presented in the following.
[bookmark: _Hlk7710496]Firstly, in the part of literature review, the author has not sorted out the literature on the relationship between emotional intelligence and job satisfaction, emotional intelligence and organizational commitment, also the relationship between job satisfaction and organizational commitment.
Secondly, Anari (2012) measured emotional intelligence, satisfaction and organizational commitment of English teachers from Kerman high school. If the survey transferred to math teachers, physical teachers, and even teachers from other schools? If the results of the survey will be the same? It is uncertain.
In addition, the sample is too small, which may not represent entire teacher group.
Moreover, cross-sectional analysis can only find the correlation while it cannot confirm the causal order between the variables, which means that increasing emotional intelligence enhance satisfaction and commitment is uncertain. Also, it is not certain if improving satisfaction would increase teachers’ commitment.
Finally, Anari (2012) did not conduct a preliminary test of the measurement. Reliability usually manifests its consistency after many practices. Assuming the author takes another measurement at another time, will the respondents’ answers be different? Different answers will vary the reliability of the questionnaire.
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