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Abstract-

Despite the abundance of literature on organizational commitment, this study attempts to provide a
comprehensive examination of the subject's most recent methodological and analytical research.As a
result, the primary goal of this analysis is to analyze analytical and methodological insights that attempt to
comprehend organizational commitment in fundamental research, with a focus on the reasons and features
that influence employee happiness. This essay provides a road map for academics and administrators to
direct possible research activities through a proposed research agenda, as well as extending the literature
on organizational dedication.
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1. Introduction

When viewed as a metric of organizational dedication, the concept of corporate commitment has reached
acknowledgement at organizational level (ldris, 2014). Human resources (HR) administrators, for
example, are largely responsible for defining the factors that produce employee engagement and then
exploiting the data to improve employee retention and productivity (“Steel, Griffeth, & Hom, 2002”).
Organizational loyalty (OC) is characterised as "the relative strength of the identification of an individual
with and participation in a particular organisation.” OC, on the other hand, indicates the employee's level
of involvement with the organization, as well as the employee's relationship to the organization's beliefs
and objectives. Despite the abundance of literature on organizational commitment, this study attempts to
provide a comprehensive examination of the subject's most recent methodological and analytical research.
(“e.g. Alias, Rasdi, Ismail, & Samah, 2013; Tuna, & Catir, 2016”);.

5100



Dr. Ankur Kumar Agrawal* Dr.Vivek Mittal**

Most of the research exploring organisational engagement was carried out either through the theory of
social identity and its related literature body (e.g. “Alias, Rasdi, Ismail, & Samah, 2013; Kang, Stewart, &
Kim, 2011; Mael & Ashforth, 1992; Tuna, & Catir, 2016”); or through the attitude and interpersonal
involvement of the organisation in the 21st century, the role of management and the human being (ldris,
2014).. Faloye (2014) suggested that both in terms of competition and financial viability, the overall
profitability of the business is retained as businesses can employ, train and then retain qualified
individuals. (e.g. It is also theorised through a metaphysical paradigm that OC includes three dimensions:
“(1) Affective Commitment (AC); (2) Normative Commitment (NC): and (3) Ongoing Commitment
Commitment (NC): and (3) (CC).” While an employee's affective allegiance to the company is
determined by his or her determination to remain attached to the organization regardless of any arbitrary
identification, a normative commitment refers to the individual's feelings of obligation based on presumed
connection to the organization's goals.(Singh & Gupta, 2015). Finally, the degree to which an employee is
committed is a constant dedication regardless of their own economy.

Prior literature accentuates on the aspect of basic or minimal causes of participation, other variables have
not been fully taken into consideration by researchers, the study focuses on organizational
engagement.Therefore, this paper has two main goals: “(1) to review the available literature of the OC
and its multidimensional constructs; and (2) to provide an immersive, theoretical model that can
systematically explain multiple explanations connected with employee participation. This analysis will
focus on the following corporate literature conceptualizations from within the dedication: affective
engagement, normative engagement, sustainability engagement, and exchange theory of employee
engagement. This type of conceptualization can be utilized to give a theoretical and conceptual backdrop
for future research on the topic of organizational interaction. This study will also include a concept of
organizational participation. Furthermore, the research will give a thorough/extensive evaluation of the
OC literature. The study could potentially give a framework for future research..

2. Theoretical Foundation of OC

OC study has shown that OC is a natural, random process that emerges from the relationship between a
person and the organisation (e.g. Messner, 2013). It might be based on different points in time or levels of
connection with surroundings based on a person's sense of allegiance. Interaction among firm employees
is vital since it influences their interest in the organization and adds to their retention.( Tuna et al., 2011).
Employees are more likely to invest in their work if they believe that their social need to feel safe and
secure is valued by the employer. For all staff who are committed, there is also a greater sense of career
fulfilment that can predict engagement dedication (Ghazzawi & Smith, 2009; Tuna et al., 2011).

According to Nelson and Quick (2008) and Tuna et al. (2016), the degree to which an individual
communicates closely with an object is a measure of the individual's OC.Employees who are committed
have a sense of mission that will help them advance their organisational objectives and expectations. OC
was linked by these theorists with the philosophy of social identity.” This notion is an important part of
the corporation's outward presence or its perceived external reputation which is considered in a positive
fashion. The strong identification and commitment of employees to a company also plays a major role in
this relationship (see for example, Alias et al., 2013; Demir, 2011). Others also split OC into therapeutic
and attitudinal ones as well. While attitude engagement is driven by how people think about their
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relationship with an organization, behavioral engagement is determined by how people become involved
with a particular organization and how they react to organizational conditions. .

e Job satisfaction

Hoppock pioneered the concept of job satisfaction in 1935. (Tsai et al., 2007). The concept is believed to
be a descriptive phrase that can be defined in a variety of ways based on research interests.Job satisfaction
is characterised as a "a positive relationship characterised by a pleasurable or positive state of mind
arising from the experience of the job." Satisfaction at work is important for any company. It is seen as a
powerful measurement of how employees feel about their commitment to their business and a measure of
attrition.

The primary motivator for organizational engagement is a psychological state characterized by a strong
sense of self-worth, acceptance, affiliation, loyalty, motivation, excitement, and trust in the "College of
Management and Technology."” (CMT) (“Aghdasi et al., 2011; Cho et al., 2012”). “Committed staff
members, on the other hand, are less inclined to leave and devote themselves to providing their best
knowledge, abilities, experience, skills, and effort for the well-being of their college.” (Yucel and Bektas,
2012).

e Job performance

The use of job outcomes as a result of analysing observational research has been addressed in many
articles, and very little effort has been made to clarify the concept of success (Aghdasi et al., 2011; Yucle
and Bektas, 2012). "Performance is what the organisation hires one to do and do well," was described as
performance.lt is generally recognised that firms need and respect good members of the quality team, and
these top performers are perceived to be a valuable asset to the enterprise. Organizations needs high-
performing team members to achieve their objectives, provide exceptional services, and, ultimately, gain
a competitive advantage..In addition, cash bonuses and/or other advantages, such as quicker development
and better job opportunities, are also compensated for well-recognized work performance..

3. The relationship between role stressors and job satisfaction, job performance,
organizational commitment and turnover intention

According to Kim et al. (2009), both task uncertainty and position conflict can lead to job discontent. They
suggest an evident correlations between work ambiguity, position conflict and job satisfaction verified in
numerous study results (“Kim et al., 2009; Aghdasi et al., 2011”). Surprisingly, numerous studies have
found that position conflict appears to have a greater impact on worker satisfaction than job
instability.Furthermore, Brown and Peterson (2008) provided evidence that there was no substantial direct
negative effect on workplace satisfaction from position instability. A comment is made along these lines
suggesting that position discord has a more extreme impact on employee satisfaction than task confusion.
According to Rogers et al. (2009), position confusion does not have a basic direct opposite, which means
that the bigger the conflict with the task, the lower the job satisfaction, and the lower the job satisfaction,
the larger the role clarity (less role ambiguity). “Moncrief et al. discovered a weak relationship between
position ambiguity and job satisfaction (2007). The fundamental logic is that job uncertainty contributes
to employees' perceptions of position conflict.” This could be owing to the vastness of the universe in
which they inhabit. He discovered that for industrial salespeople, position instability and role tension are
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critical job satisfaction variables, as well as variables that moderate the relationship between leadership
behavior and job satisfaction. Koustelios et al. (2010) investigated the extent to which position conflict
and role ambiguity influence workplace happiness among Greek physical education instructors in six
aspects of their job: working conditions, compensation, progression, employment itself, supervision, and
overall organization. “Leat and ElIKot (2007) stated that employees in Egypt are unlikely to be content
with uncertainty, difficulties, or contradictory expectations, and that stress and ambiguity in roles are
likely to be seen adversely. Furthermore, Slatten (2008) conducted a study to investigate the association
between four workplace stressors (role uncertainty, role stress, role weariness, and work-family conflict)
and worker satisfaction and service quality. Slatten discovered that three workplace stresses had a
detrimental impact on employee satisfaction (role overload, role conflict, and workfamily conflict).”
According to the findings, role demands have a direct effect on employee satisfaction and a secondary
effect on employee productivity. Little attention has been paid to the effect of task innovation and job
overload on job satisfaction. (Aghdasi et al., 2011).

Job satisfaction and corporate commitment have been extensively investigated for organisational
participation and employee satisfaction. However, there are also some divisive questions about both
constructs. Two points of view have emerged: the first is that the happiness of workers is seen as a
business engagement precedent. The main thrust behind the first point of view is that prior to their
understanding of the college, the viewpoint of staff members about their work is created. Mowday et al.
(1979: 226) indicated that "employees are likely to have a strong belief in and acceptance of the
organization's goals and values" The second view is that engagement in the workplace is perceived as a
precedent for employee happiness. The primary impetus behind the second point of view is that, even
before they feel satisfied, a feeling of duty takes place as soon as employees want to attend college.
Despite varied findings and conclusions, there is enough evidence that the first point of view is the most
relevant (Larsen et al., 2012; ). According to the method, increased job satisfaction results in a stronger
commitment to the firm.

e Job satisfaction and job performance

The relationship between employee pleasure and job success has been hotly disputed and proven to be
false (““Yang, 2010; Aghdasi et al., 2011; Yucle and Bektas, 2012”). By contrast, the results supported the
hypothesis that the relationship between job happiness and employment outcomes is illogical, as the
relationship was partially abolished when another predictor's general personality characteristics were
controlled for.

4. Job satisfaction, job performance, organizational commitment and turnover intention

The results of employee satisfaction are critical to understand because they have a direct impact on job
performance, organisational participation, turnover intentions, and may have an impact on human
resources policies and procedures. According to the results of the route analysis, Mueller and Price's
(2010) empirical research discovered that organizational commitment was directly associated to
termination intentions rather than work satisfaction.They also articulate that factor of workplace
happiness has very little impact on employees intention of leaving a job.. (Ohana and Meyer, 2011).
Nonetheless, the longer surviving employees remain in their jobs, the higher their job performance, job
satisfaction, and workplace engagement, and the lower their turnover intentions, and vice versa.. (Yucel
and Bektas, 2012)
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5. Discussion and conclusion

The study intends to fulfill the existing literature gap by providing first empirical analysis on the
relationship between “work tension (role conflict, role ambiguity, role novelty, and role overload) and job
performance, job satisfaction, organizational commitment, and attitudes toward turnover; and on the
interpersonal relationships between job satisfaction, job results, and attitudes toward turnover.” There are
significant assumptions and implications for the CMT in the findings of the study. First, improvements in
the psychosocial requirements and personal characteristics of work management and development play a
crucial and critical part in career processes (“Jones et al., 2007”). The congruence between the ability of
workforce participants and job conditions may be correlated with another possible interpretation.Staff
members who are unable to perform their jobs correctly or successfully require the assistance of their
course co-ordinator, chairman, vice president, or even the dean himself. . During the latter point, staff
members have built their good reputation and credibility, which drives them in their present position to
enter the area of relaxation and relief. They are willing to conduct more research articles for publication,
attend conferences, update their knowledge, act as a critic, and participate in engagement and fellowship
activities, among other things. . “Third, there is a disparity in the degree of the effects of job productivity,
worker satisfaction, and organizational participation on turnover intentions that might be examined.” We
can expect organizational engagement to have a significant impact on either work efficacy or job
satisfaction. One aspect of organizational involvement is a desire to continue in education. Nonetheless,
our findings show that job loyalty has a stronger influence on turnover intentions than work productivity
or organizational commitment.As the values and goals of the institution are adopted, in the remaining
level, job content assumes a greater role that can be embodied in the college's well-being. Netemeyer et
al. (2007) concluded that, if the accountable team member is not present, if a single student dilemma
exists, colleagues would be of considerable assistance. In a circumstance when a newly employed team
member is attempting to change beliefs and communicate with their colleagues, socialization activities are
critical. They are the product of our culture, with collectivism and individualism included. As long as the
decision-makers' board will understand the basic root variables for good/poor organisational health.
Certain precautions should be taken in order to optimise the results.

In this way, activities that can excel in effectiveness even when they are under stress would be assigned to
those employee members. This is referred to as positive stress because these folks are able to divert their
attention away from the stress and seek a "exit" degree in order to feel empowered to complete the work
at hand. . Surprisingly, employee participants have neither emotional commitment nor strong motivation,
considering the recorded effects of the substantial and beneficial relationship between success and
satisfaction of employees. This research implies that while team members' morale improves, their success
increases, but their commitment does not. One potential explanation is that the employee is satisfied with
the available benefits, which include health insurance, salaries, raises, recognition, incentives, and
bonuses. In contrast, numerous partnerships with independent colleges in the United States, the United
Kingdom, and France to encourage their team members to work with them. The Academy will not,
however, provide financial assistance to every nominee. “In addition to what has been mentioned,
employee members may be afraid of losing their jobs and positions, especially when there are actually
very few job openings available. Sixthly, career experience plays a critical role in workplace
performance, job satisfaction, organisational engagement, and turnover intentions. As a result, they make
decisions on the need for progress and transition. If the cause of failure is due to a lack of knowledge,
experience, or an apt mindset, the necessity of planning appears to be an adequate remedy. The key to
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successful and effective preparation is to ensure that instruction is relevant to CMT needs and methods
(Wan, 2007). Training emphasises respect and agility that could easily turn out to be win-win situations,
avoiding weak management practises, ineffective training, removing challenges and barriers, and giving
them a degree of autonomy at the same time.” In order to ensure an ethical environment, any educational
method aimed at achieving greater productivity, satisfaction and employee engagement should take
significant steps. Unfortunately, our study has not either investigated the development of an ethical
climate or made any observations that should be pursued to shed light on unique codes of ethics or rules.

6. Research limitations and direction for future research

This study sheds light on the distinct contributions and fascinating connections between the frameworks
examined, as well as the importance and crucial role of job happiness, job productivity, organizational
involvement, and turnover intention...

It is deemed advantageous to employ quantitative approaches and cross-sectional data as the sole source
of information in finding and drawing causal assumptions on the hypothesised correlations between
variables. However, this is an ineffective technique for determining the origins of such coalitions. This
study sheds light on the distinct contributions and fascinating connections between the frameworks
examined, as well as the importance and crucial role of job happiness, job productivity, organizational
involvement, and turnover intention. The underlying function and cause relationship identified in this
study can also be applied to other categories, such as banks, hospitals, and hotels. A longitudinal research
methodology will contribute to our understanding of the context and consequences of job satisfaction,
work performance, and organizational participation by describing the implications, the progression over
time, and the causal order of job satisfaction, work performance, and organizational participation.
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