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Abstract 

Organizational commitment is the bond that the employees share with the organization. It 

is a strong desire to stay as a member of a particular organization and their involvement to 

maintain (or) exercise high levels of efforts on behalf of the organization. It is also termed as the 

individual‟s psychological attachment to the organization. The study is basically to bring out the 

findings of how far the employees are committed and loyal to the company by all forms. The 

objective of the study is to find out the factors that are significant to create employee 

commitment towards the organization. The researchers have taken predefined independent 

factors that substantiate organizational commitment. It also projects a relationship between those 

independent factors and demographic factors. The primary data has been collected using the 

questionnaire and has been analyzed using statistical tools with the help of SPSS. The results 

indicate that the Organizational Commitment leads to increase in Rewards & Recognition and 

Growth & Opportunity and does not have an impact on the factor viz., Department and superior.  
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1.Introduction 

Organizational commitment is the condition of employees‟ of being very responsive towards the 

organization in a way of achieving its objectives through their commitment, 

support,andcredentials. It is a psychological response that is measured by their beliefs, traits,and 

personality of employees that ranges from very low to very high. The organizational 

commitment has three types viz., affective, continuance, and normative.  

2.Need for the Study 

An organization‟s success depends and is influenced majorly by the employees of the company. 

This term shows the psychological attachment of the employee to the organization. This 

determines whether the employee will stay in the organization and zealously work for the 

organization‟s benefit. This is an attitude reflecting employees‟ loyalty to their organization and 

is an ongoing process through which organizational participants express their concern for the 

organization and its continued success and well-being. 

3. Problem Statement 

Tube Investments of India has been witnessing drastic changes and unparalleled growth 

since its beginning because of increasing competitors in the past and recent times. Employees‟ 

commitment is crucial in the present scenario where their organizations expect the employees to 
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take initiatives. The success or failure of an organization is closely related to the effort and 

motivation of its employees. The motivation of employees is often the product of their 

commitment towards their job or career. Work commitment is an extremely important topic for 

organizations to understand. Henceforth, the researcher has undertaken this work to study 

organizational commitment and its factors. 

4. Objectives of the Study 

To study the association between demographic factors and Organizational commitment of the 

respondents from Tube Investments of India, Chennai. 

To understand the variation between demographic factors and independent factors of 

Organizational Commitment 

To study the association between the independent factors and Organizational Commitment 

To understand the effect of independent factors on Organizational Commitment. 

 

To study the association between Organizational Commitment and its outcomes viz., 

Discretionary Efforts and Intention to stay. 

 

To understand the effect of Organizational Commitment on its outcome factors. 

 

To offer valuable suggestions to improve the level of organizational commitment. 

 

5. Research Methodology 

This study is carried out by adopting the explanatory research design. The researcher has used 

both primary and secondary data. The primary data were collected from the 125 respondents of 

Tube Investments of India, Chennai through astructured questionnaire which has the reliability 

value of 0.843 (84.3 %) by applying Cronbach's Alpha Test. The respondents were chosen from 

all levels of employees of the company by applying random sampling method. The researcher 

has used statistical tools such as descriptive analysis, Chi-square test, Oneway ANOVA & 

Multiple Regression for data analysis in this study. 

6. Limitations & Scope of the study 

This study is restricted to employees of Tube Investments India Pvt. Ltd. The results of the study 

are not generalized in nature which will vary industry to industry. Since it is based on the 

perception and opinion of employees, the observations and results are changeable in nature. The 

size of thesample is restricted to 125. It deals the concept of organizational commitment under 

thearea of human resource management. This study is focusing on the employees in 

manufacturing unit. 
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7. Conceptual Framework 

 

 

 

 

 

 

 

 

 

 

 

Figure 1: Conceptual Framework of Organisational Commitment 

8. Literature Review 

 Mowday and al (1982) defined that the identification and the attachment to an 

organization and implies three elements: a strong belief/acceptation of the organization‟s 

objectives and values, the willingness to exert strong efforts for it and the firm intention to stay 

within the organization. [1] Hall et al (1970) stated it is the process through which the 

organization‟s goals and the individual‟s goals get more and more integrated.[2]  

 The commitment refers to the individuals‟ willingness to give their energy and loyalty to 

social systems.[3] The authors proved that being loyal to an organization is necessary to express 

one‟s dissatisfaction in a positive way and to help the institution to progress instead of leaving it. 

Applying Hirschman‟s theory,[4] The attachment derived from « voice » leads to a superior 

performance; attachment derived from barriers to exit, like age or lack of qualifications, covers 

only the last dimension of Mowday et al‟s definition (intention to stay). [5] Levinson (1962) 

described, psychological contract as the sum of mutual expectations between the organization 

and the employee.[6] 

 It as an individual‟s belief regarding the terms and conditions of a reciprocal exchange 

relationship between him and his organization. [7] A psychological contract emerges when one 

party believes that a promise of future returns has been made and thus an obligation has been 

created to provide future benefits. [8] They suggested a three-dimensional measurement of 

organizational commitment showing that this attitude could be better understood as a 

multidimensional concept. They defined the three dimensions as Affective commitment, 

Continuance commitment, Morale commitment.[9] They stated that the presence or absence of 

numerous attributes, originating internally from within the employing organization, influences an 

individual worker'sattitudes concerning his/her job and hi/her commitment to his/her 

organization.[10] 

 The authors focused that job satisfaction can lead to cost reduction by reducing absences, 

task errors, and turnover.[11]Authors have explained both management theorists and 

practitioners are concerned with methods for improving job satisfaction because greater job 

satisfaction equates to both a better quality of life and better physical health, and thus potentially 

greater performance and productivity. [12] 
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8. Results & Discussion 

Table 1 

Chi-square test between Demographic variables and Organizational Commitment 

S.No 
Demographic 

Factors 
 (Sig.) Result 

1 Age 0.015* Rejected 

2 Gender 0.050* Rejected 

3 Income 0.032* Rejected 

4 Experience 0.000* Rejected 

5 Position 0.008* Rejected 

6 Qualification 0.054 Accepted 

(Source: Primary Data) 

(Significance level: 5 % and p-value is > 0.05, null hypothesis is accepted) 

Ho: There is no significant association between demographic variables of the respondents and 

Organizational commitment 

From the table, the results show that there is no significant association between educational 

qualification of the respondents and Organizational Commitment, Since null hypothesis is 

accepted (p>0.05). The results also show that there is a significant relationship between 

demographic factors such as Age, Gender, Years of Experience, Income,and Position, Since null 

hypothesis is rejected (p<0.05). 

Table 2 

One way ANOVA for Age and independent factors of Organizational Commitment  

S.No Factors F (Sig.) Result 

1 Co-workers 3.716 0.000* Rejected 

2 Rewards & Recognition 2.417 0.049* Rejected 
3 Company 4.791 0.000* Rejected 

4 Growth & Opportunity  9.653 0.000* Rejected 
5 Job  2.565 0.005* Rejected 
6 Superior 3.112 0.000* Rejected 
7 Department 2.228 0.012* Rejected 

(Source: Primary Data) 

(
*
= Ho accepted at 5% significance level) 

 H0– There is no difference between age and independent factors of organisational 

commitment
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 From the above table, it is found that there is a difference between age and independent 

factors viz., job, company, co-workers, rewards & recognition, growth and opportunity, 

department and superior, since null hypothesis is rejected (p<0.05). 

Table 3 

Unstandardized Coefficients of Regression Model – Organizational Commitmentand  

Outcome Variables (Discretionary Efforts & Intention to Stay) 

S. No Predictors Unstandardized Coefficients 
Sig. 

    B Std. Error 

  (Constant) -0.977 0.454 0.033* 

1 Discretionary Efforts 0.320 0.055 0.000* 

2 Intention to Stay 0.864 0.103 0.000* 

R=0.724  R Square= 0.524 

(Source: Primary Data) 

(Significance level: 5 % and p-value is > 0.05, null hypothesis is accepted) 

Ho: There is no effect of Organizational commitment on outcome factors viz, Discretionary 

efforts and Intention to stay 

The above result of regression shows that the outcome factors Discretionary Efforts and 

Intention to stay (p<0.05) are statistically significant towards Organizational Commitment.  

The R value represents the simple correlation and is 0.724, which indicated a high degree of 

correlation between the outcome factors and Organizational Commitment. The R2 value 

indicated that 52 % (0.524) of thevariancein the dependent variable “Organizational 

Commitment” is explored by the outcome factors. 

The significant Outcome factors with predictors‟ values towards Organizational Commitment are 

shown below. 

 

 

  

 

 

 

 

 

Figure: 2 

Regression Model –Outcome Factors and Organizational Commitment 
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Table 4 

Unstandardized Coefficients of Regression Model –Independent Factors and Loyalty 

S. No Predictors 

Unstandardized Coefficients 

Sig. B Std. Error 

 (Constant) 1.058 0.548 0.050* 

1 Job 0.135 0.150 0.368 

2 Co-Workers 0.152 0.063 0.018* 

3 Superior 0.077 0.060 0.015* 

4 Department 0.035 0.067 0.605 

5 Company 0.067 0.055 0.231 

6 Rewards and Recognition 0.025 0.074 0.730 

7 Growth and Opportunities 0.475 0.076 0.000* 

R = 0.796   R Square= 0.633 

(Source: Primary Data) 

(Significance level: 5 % and p-value is > 0.05, null hypothesis is accepted) 

Ho: There is no effect of Independent Factors on Loyalty.  

The above result of regression shows that the independent factors viz., co-worker, superior and 

Growth and Opportunity (p<0.05) are statistically significant towards Loyalty. The regression 

results also show that the variables such as job, department, Company, Rewards,and Recognition 

are not statistically significant (p>0.05), since the p-value is greater than 0.05. The R value 

represents the simple correlation and is 0.796, which indicated a high degree of correlation 

between the independent factors and Loyalty. The R
2
 value indicated that 63 % (0.633) of 

variance. 
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The significant Independent factors with predictors‟ values towards OC are shown below. 

  

 

 

 

  

 

 

 

 

 

 

Figure 3: Conceptual Framework of Organisational Commitment 

 According to the calculated results of regression analysis, the researchers found that the 

variables such as growth & opportunity, co-workers and superiors are significantly contributing 

towards organizational commitment. Rests of the variables are not significantly contributing the 

organizational commitment. 

10. Findings: 

The majority of the respondents belong to the category of 26-30 years of age with 35.7%. It is 

interpreted that majority of the respondents are male with 65.9%. It is proved that 69.8% of the 

respondent‟s salary is between 30001 & above. With 6-10 years being the highest number of 

experience of 69.8%.It is inferred 57.1% of the respondents have done a PG degree. The mean 

for income of the respondents is the maximum of 3.7040 and the minimum is for Gender and 

position of the respondents. 

There is no significant association between educational qualification of the respondents and 

Organizational Commitment Since null hypothesis is accepted.The results also show that there is 

a significant relationship between demographic factors such as Age, Gender, Years of 

Experience, Income and Position, , Since null hypothesis is rejected. There is a difference 

between age and independent factors viz., job, company, co-workers, rewards & recognition, 

growth and opportunity, department and superior since null hypothesis is rejected. 

The regression results show that the outcome factors Discretionary Efforts and Intention to stay 

are statistically significant towards Organizational Commitment.The R value represents the 

simple correlation and is 0.724, which indicated a high degree of correlation between the 

outcome factors and Organizational Commitment. The R2 value indicated that 52 % (0.524) of 

thevariancein the dependent variable “Organizational Commitment” is explored by the outcome 

factors. 

The results also show that the independent factors viz., co-worker, superior and Growth and 

Opportunity (p<0.05) are statistically significant towards Loyalty. The researchers found that the 

variables such as job, department, Company, Rewards,and Recognition are not statistically 
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significant (p>0.05), since the p-value is greater than 0.05. The R value represents the simple 

correlation and is 0.796, which indicated a high degree of correlation between the independent 

factors and Loyalty. The R
2
 value indicated that 63 % (0.633) of variance. The researchers found 

that the variables such as growth & opportunity, co-workers and superiors are significantly 

contributing towards organizational commitment. Rests of the variables are not significantly 

contributing the organizational commitment. 

11. Suggestions 

The organization has to focus much on increasing in-service training to change the perception of 

organizational commitment into a positive aspect.  

They should restrict the work time to a standard period and not trouble them during their leisure 

time which makes them realize that the company gives importance to work-life balance. 

Clarity about intended goals helps employees make better day-to-day decisions at work. 

Employees know what the collective objective is and they can adapt their contribution to it 

accordingly. Knowing the companies objectives helps employees cooperate more efficiently with 

one another and further, reduces the time and resources wasted on issues that do not have any 

bearing on the big picture. 

When employees feel like they fit in well with an organization, they feel a bond and commitment 

to their organization. If employees feel at home, they put a greater effort into the organization 

and tend to remain with the organization for a longer period of time. 

12.Conclusion 

“Unless commitment is made, there are only promises and hopes… but no plans.”  

          –Peter F. Drucker 

In the current prevalence, organizations are supposed to do something unique to beat the 

competition in the market and to sustain their customers. Organizational Commitment is an 

important factor that contributes increase an increase in the intention to stay in the organization. 

An organization having committed employees has many advantages over their competitors as 

there exists good customer experience, resulting in increased productivity, in turn increasing the 

revenue and therefore creating a good bond between management, employees,and customers. 
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