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A STATISTICAL METHOD TO MEASURE THE EFFECT OF ORGANIZATIONAY,
COMMITMENT ON ORGANIZATIONAL SUSTAINABILITY

Dr. Pranita Burbure*
Assistant Professor
PCET’s S. B. Patil Institute of Mangement, Pune
pranitaburbure@sbpatilmba.com

Abstract

The study is focused on examining the impact of organizational Commitment on Organizational
Sustainability. A structured questionnaire was developed and administrated to a sample of 228 IT
employees from 37 Public Limited IT-companies under Software Technology Park of India, Pune.
The Regression analysis shows that there is a significant relationship between Organizational
Commitment (Job Satisfaction, Job Involvement and Perceived Organizational Support) and
Organizational Sustainability (Economic Sustainability, Environmental Sustainability and Social
Sustainability). | | | : o

Keywords: yhinl *

Organizational Commitment, Organizational Sustainability, Job Satisfaction, Job Involvement and
Perceived Organizational Support & T

1. Introduction

Companies in their work environment, aspire to create a high level of performance and low levels
of absenteeism and turnover. Organizational commitment is considered a key factor in achieving
this objective. (Juan Herrera and Carlos De Las Heras-Rosas, 2021). “Organizational commitment
includes an attitude of liking the organization and a willingness to strive for a high level of effort
for the benefit of the organization for the achievement of goals. The involvement of personnel in 3
strategic planning can increase member commitment (Martinus Nahak; Lena Ellitan, 2022; Dooley 3
et al., 2000).” Herold, et. al., 2008 suggested that, “Commitment thus goes beyond 2 positive
attitude towards organization; it includes the willingness of employees to exert effort in
implementing various processes.”

As proposed by Porter and Lawer (1965) “Organizational commitment is the desire on the part of
the employee to make high efforts for the good of the institution, longing to remain in it and accept
its main objectives and values.” Committed employees are assets to business organizations-
Organizational Commitment plays a major role at all levels within the administrative organizatio?
as it contributes to creating the app.ropriate practices leading to better organizational culture 3%

organizational climate that helps to improve and develop performance in an effective manner The
importance of organizational Comm1t.ment has increased because it affects the thinking an

behavior of the employees towarfis tl}e job and the organization as well as their performance ip _the
workplace. This leads any organization towards the achievement of organizational Sustainability:
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Organizational Sustainability is a tery, that has gained
Crucia]

nas impacted the businesses to a great extey s
economic devel‘opment only, but goeg beyond jt. liZationa] Sustainabiity i
of three dimensions; Economic, Social and Eyy; nal Sustainability s
on all three dimensions. In order to achieve {}

e n any Way?
Therefore, the main' problem of thgffégéé}b—h,. =
question:
hiatls the.1mp act o.f the organizational Commitment on achieving organizational Sustainability?
So, the main obJectl_ve-qf this research is to test the impact of organizational Commitment o
organizational Sustainability, which il help improve its performance. This aim is achieved by

testing wgll—designed _objectives which are framed by focusing upon the selected dimensions of
organizational Commitment and organizational Sustainability.

be formulated in the form of fe following

2. Literature Review

Many authors have defined organizational commitment in different ways. Barnard was the
foremost in bringing up the concept in 1938. Becker in 1960 stated “Commitment of the individual
to the organization is the result of the small investments that he or she has made over time and that
would stop his or her voluntary disengagement from the organization. Porter and Lawer (1965)
defined “Organizational commitment as the desire on the part of thfe emplloyee. to rpake high effort,s,
for the good of the institution, longing to remain in-it and accept 1t§ main pbjecnves a.‘nd values..
Kanter (1968) stated “Organizational commitment as Employee’s Wllllng191§§78 to m};ie:(ti t}tf;
energy and loyalty in a given organization.” Also, Blau and Boal [198 ]t'scff; parey
“Organizational commitment refers to an employee who identifies with an organizati

ion i ilitate i » It can be understood
intai ip 1 i in order to facilitate its goals.” I :
T ol RO t is expressed in various ways by different

that the concept of organizational commitmen : ’ 0), Meyer and
fesearchers andppra(::titioﬁer s. Taking it further, based‘?n Be'Ckeir ng)rsm?rfictﬁzlf’l’ 9b6as)ed onysocial
Allen (1991 1997) developed first model called as Cl(lm(tilr‘l‘l;\ tf};ective ittt aseon
Perspective ’which was followed by second mod‘c‘al ca Ztive Commitment” focused on ethica
Psychological perspective and the tl_lird one Waistmgﬁl:;leans more than just formal mem_berfhlpi
Perspective. Furthermore, “organizationd!  anization and a willingness puig.'folgghrt‘::fl %.%1?),6
ccause it includes an attitude of liking (e 18 order to achieve goals (Steers )

anization in : is an employee's decision to
(S)ifaef'fort o b(er(l)ifjl; Ot; tt}:afi (;ll.lgat «organizational commitment 1S g the organization's goals
lipar, et. al., (2 sta

e heartedly accepti It
Continue his membership in the organization by whols M., Wardahana, 1A, &

f the organizati(_)n- of employee

. ot ; itment is a measure ' .
and 'makmg the best con’mbutlollll tto“organizatlonal cgmml?ggen reflects an employee's belief
Jessica, KG (2021) proposed ! amthe future. Commitmen ffort to get the job done

i : ke an €
wil ith a company ; ngness t0 Ma%s <7 inked to several
hngnc.ess' to stay with a thg organization, 2 will glrz,ommitment, it is closely linke
1 the mission and goals of tI there.” Organizat1ona
and a desire to continue working Page | 213
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Organizational factors including job satisfaction. (Locke 1976; Price and Mueller, 1981; Curry et

al., 1986; Meyer et, al., 2002; Morrow, 2011; Glen, 2006; Fulmer and Ployhart, 2014), Jo[;
Involvement also has a close association with Organizational commitment (Mathieu and Zajac
1999 ; Mowday, RT 1998; Meyer and Herscovitch 200; Steers & Porter, 2011; Kreitner, Robert &
Kinicky, Angelo. 2013.) As suggested by Steers & Porter (2011) and Sianipar, et. al., (2014)
Perceived Organizational Support is an organizational dimension which has influence on’
Organizational commitment Having different perspectives, authors suggest that job satisfactiop
precedes or succeeds Organizational commitment.

Relationship between Organizational Sustainability and Organizational Commitment:

Organizational Sustainability and its dimensions are intellectually discussed across the world. In
the recent period, an incteasing international concern has been observed towards the need to
achieve organizational Sustainability in order to reach a sustainable future. The term organizational
Sustainability is not limited to economic development only, but goes beyond it to refer to a wide
range of multifaceted issues for managing the economy, the environment and society.
Organizational Sustainability can be referred to the necessity for achieving development in a way
that satisfies the developmental and environmental needs of present and future generations as well,
and this concept emerged as a development philosophy. As the International Committee for
Environment and Development provided a definition for organizational Sustainability as that
development that achieves and meets the basic needs of all and provides opportunities for them to
achieve their aspirations for a better life. The countries of the world agreed at the Earth Conference
in 1992 to define organizational Sustainability in the third principle approved by the Conference
on Environment and Development in Rio de Janeiro, Brazil, in 1992, on the necessity of achieving
the right to development so that the development and environmental needs of present and future
generations are equally fulfilled. Organizational Sustainability is also defined as the result of 2
group interaction in the work of the public and private authorities in society in order to meet the
basic and health needs of the human being.
As per Florescu, A.; Baraba, B (2018) “Organizational Sustainability organizes economic
development for its benefit and the pursuit of social harmony in society, regardless of the cultural,
linguistic and religious differences of people, without mortgaging the future of future generations
to meet their needs.” Economic, Social and Environmental are the three elements that form the
basic pillars of organizational Sustainability. The study tries to focus on the impact organizati'onal :
Commitment and its specified variables on organizational Sustainability and its three dimensions:
Along with many other factors, Organizational Commitment is one of the indicators of the success
of economic and administrative institutions and organizations. In addition, variables of
Organizational Commitment anq its~ thrs:e dimen_sion's directly or indirectly help in .busylesi
Organization’s survival, thereby, mﬂuengmg organization’s long-term success and organizationa
Sustainability. To attain this aim, commitment jbecomes a vital factor for organizational grow*
and sustainability. Committed employees.are satisfied and their performance speaks volumes. Thfs
satisfaction is partly due to the sense of 11’1volvemer}t and belonging to the organization w!nClth’S
generally known as ‘Jo_b Involvement’. The higher the _employees’ involvement 1 8e
organization, the more sangﬁed they are. The more they percelve support from thg orgamzzmond
members, the more committed they become. Hence, the specified factors considered to &Y

11 (1T July-December 2022 Page | 214
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Organizational commitment in this stud

= y are Job satisfacti .
Organizational Support and their impact istaction, Job Involvethent and Perceived

on Organizational Sustainability.
Development of Theoretical Model

Independent variables . - ! ‘ Dependent variables
ﬂrganizational \ / Organizational ' \
Commitment _ Sustainability '
1. Job Satisfaction 1. Economic
2. Job Involvement —> .. 1. Sustainability
3. Perceived v ‘ ~ | .- 2. Environmental
, Organizational fi iz Doib] o ue'n 1o Sustainability oo
- Support (411 oo v fnorrnrah ) enaBu Seefal 1o o aani I ot
K J o : K " * Sustainabilify /

Fig 1. Theoretical Model: Relationship between Independent variables and Dependent variables.

3. Research Methodology

The main purpose of this study is to measure the impact of the Qrganizaﬁonal Commitment (Job
Satisfaction, Job Involvement .and 'Perceived Organizational - Support) on' organizational
Sustainability (Economic Sustainability, Environmental -Sus?ain_abil'ity and Social Sustqinabi!ity).
To meet the objectives, primary data has'been collected l?y dl.stl}butmg structured questionnaire to
the relevant sample of 228 IT employees from 37 Public Limited IT-companies under Software
Technology Park of India, Pune. IT companies located in geo graphical area of Pune.

Dependent Variable "y ) i PR areas e 3
Organizaﬁonal Sustainability (Economic Sustainability, Environmental Sustainability and Social

Sustainability).

Independent Variable s
Organizational Commitment (Job Satisfaction,

Support)

Job Involvement and Perceived Organizational

Hypothesis Formulation

SIS LEA DSt el e

Page | 215
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From the relevant literature, the following three hypothesis are developed to reach the obj ecm

the current study stated as under:
HO1: There is no statistically significant relationship between organizational Commitmen¢ and
Economic sustainability” _ . :
HO02: “There is no statistically significant relationship between organizational Commitment and

Environmental sustainability” . o :
HO03:“There is no statistically significant relationship between organizational Commitment and

Social sustainability”
4. Data Analysis and Findings

Relevant Statistical methods have been applied to analyze the variables'based on the_ data collecteq
using the structured questionnaire to get the results. Descriptive statistical analysis 1s presented to
meet the hypothesis. Researcher also applied statistical methods such as Regres§1.on analysis to 4
examine the impact of Organizational Commitment and organizational Sustainability and realize |
the specified objectives. Structural validity test was performed on the sample to find that al] the
values of the average interpreted variance were greater than 50%. The values of the loaq
coefficients were greater than 0.4, and that the Cronbach alpha coefficients were greater than (.7,
which are all acceptable values for, testing the measurement stability of each of the study
variables. i

Descriptive Analysis

The descriptive analysis for the research variables using the Mean and Standard Deviation are
demonstrated in Table (1 ). (s img ' ( '

The mean value of Job Satisfaction is found to be 3.51 with a standard deviation of 0.54, the mean
value of Job Involvement is found to be 3.55 with a standard deviation of 0.49 and the mean value

standard deviation of 0.59.

Hypothesis Testing: | | | | /
Multiple Regression has been used to fing the impact of independent variable on the dependent :
variable

; 3

and Economic sustainability”

Hal: There is a statistically significant relationship between organizational Commitment
and Economic sustainability”
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‘ f the Job Satisfaction, Job Invo

)

(ll_ 3 Q ¢
values are 9.141, 0.291, and 0.192, Moy its I({) Slcss' l.h(m 0-05 and the regression coefficient
sustainability can be influenced by opaqpionie. . duare value is 0,313, whieh means economic

s W
Job Satisfaction Wﬂtion
0 228 351 i

Job Involvement 228 5e 0.54
Perceived Organizational Support 228 3.76 ‘ - 049
Economic Sustainability 228 3:89 8;3
Social Sustainability - 208 o 0.45
Environmental Sustainability 228 4.25 0:59

Table (1) Descriptive Statistica] analysis '

Based on the data in Table“(ZQ, the independent variables are gradient in importance to the
dependent variable, where “Job Involvernent” is the most important variabe for economic

sustainabi_lity, as the corresponding Standardized Beta js 0.277. 1t 'is followed by Perceived

corresponding Standardized Beta is equal to 0.155. .
Based on the previous results, it can be seen that the. first hypothesis “There is a statistically

significant relationship between organizational Commitment and economic sustainability” is fully
acceptable, ' ‘ S

H02: “There s no statistically significant relationship between organizational Commitment
and Environmenta] sustainability”
Ha2: “There js a statistically significant relationship between organizational Commitment
and Environmenta] sustainability” _ ' _ 5
€ multiple regression model shows the organizational Comnunnent, including (Job Sansfaetlon,

Job Involvement, Perceived Organizational Support) and the11" impact on the dependent variable,
“nvironmental sustainability. The researcher found that there is a positive exgnlﬁcant impact for
fach of the Job Satisfaction, Job Involvement, and Perceived OrgamzatlonalO (S)leppo(rit tﬁn

hvironmenta] sustainability where the significance level values are less than b i;uz) i 1e
fegression coefficient values are 0.151, 0.255, and 0.118. Moreover, its R squaz g:) mmitme = 3
Which means that environmental sustainability can be e'xplﬂmed by organization lative to tne
Baseq on the data in Table (3), the independent varlable.s atrle of (s)lsgtgnigcgmonro:n t van'able e
dependent variable, as we find that Job Involvemgnt ldS diZecrin Befa. value is 0.233. Job
Cvironmenta] sustainability; as the corresponding Standar

Sahsfaction comes next in importance, as the corrfi?migézgiit importance,
®fceived Organizational Support comes in third p

Standardized Beta is 0.131.

andardized Beta value is 0.181, then
as the corresponding
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Unstandardized ' Standardized ‘
Model Cocfficients ~ Coefficients T Sig. R Square

B Std. Error  Beta .

| (Constant) 1079 0.221 4882 0.000

| Job Satisfaction 0.141  0.041 0.155 3.439  0.003

Job Involvement 0.291  0.046 0.277 6326 0.000 (4,
,5 Perceived Organizationa.lo.1 9% 0.049 0.185 3918 0.000
Support )

Table (2). Regression
sustainability.

Dependent Variable: Economic sustainability. So the regression equation can be written ag

follows: Economic Sustainability = 1.079 + 0.141 Job Satisfaction + 0.291 Job Involvement +
0.192 Perceived Organizational Support , .

analysis of the impact of organizational Commitment on economic

- Unstandardized Standardized
Model _ Coefficients . Coefficients N Sig. R Square
N B Std. Error ~ Beta Y
1 (Constant) 1912 0222 “8.612  0.000
- Job Safisfaction 0131 " gggy 70181 3.595  0.000
Joblnvolvement 0255 0051 gp33 - 5000 ' 0.000 6931
o lgzr;;;\rrted Organizational s (.):0 " . 0.13 1 /2-681 N

a. Dependent Variable: Enviro

ey o ai ‘ gression equation can be written s
follows: Environmental Sustainability = 1.912 + (.15 Job Satisfaction + 0,255 Job Involvement
+0.118 Perceived Organizationa] Support. ; ,

Based on the previous results, it can be seen that the second hypothesis
significant relationship between organizational Commitmepg and enviro
fully acceptable.

| i ‘
:‘ e (3). ysis of the impact of organizational Commitment on environmental
: sustainability. ‘ :

=
1

nmental sustainability. So the re

“There is a statisticall.y
nmental sustainability” is

HO03:“There is no sta}tistically significant relationshj b T 1 : . t

and Social sustainability” P between organizational Commitmen
. is a statistically significant papas:

Ha3:“There Is a Statis 0t relationship betwee izati itment

and Social sustainability” - , P 1l organizational Commitm

i ion model shows th, i7ati 5 .
Therliipe regrei’ségceived Organizatizr?arlgg?llzatlonal Commitment including (Job Satisfaction,
Job Involvement, PPort) and thei impact on the dependent variable,

| No IX, Issue-1I (1) July-December 202,
Vol .No .14,
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o s encin] sustainability. Social where the signi
hich 15 SO 2 : significanee lovel valie
ff values fare . alttes are less the ;
n cocfficient values are 0.199,0.135, 0.111. Moreover, its Square ""ll‘llt(l;?:(;}&sl u?c: !h[c
. h ) LG L, VllCl

egressio . 45 v
cans thot socinl spstmnalnhly can ‘bc explainied by organizational Conuni
pased on the datn in Table (4), the independent variables are rénimd i \i‘t‘x‘:tgﬁm i
gependent varible, a8 Job Satisfaction is the most important variable for guci:FLL n.:l.mw? ik
e corresponding Standard:zed Beta value is equal to 0.233. thén ! m;w mls{;'t.unuh:lugg, ag
Organizationel Support, 25 the corresponding Standardized Beta is 0,115 and it :l ¢ llcctpim.ewea
fpvolvement COMES as the least important variable for social susmimxh;l.itv il 1 m f'a,w {«;h
Smndmﬂii'ﬁd Betais 0.114. y. as the corresponding
Based on the T’Te"i‘“?s results, it can be seen that the third hypothesis “There is a statisticall
significant relationship between organizational Commitment and social stlstninz-ib"ili\i\:/“ is ?u":::f
acceptable. y* is fully
Based on these results, the first hypothesis “there is a statistically significant relationship between
arganizational Commitment and organizational Sustainability™ is fully acceptable. 3

Unstandardized Standardized
Mode] Coefficients Coefficients T Sig. R Square
B Std. Error  Beta , SO
(Constant) 2.350  0.231 0173 0000
Job Satisfaction 0.199  0.041 0.233 4853 0.000
}ob Involvement 0.135 0.051 0.114 2647 0016 g8
Perceived Organizationaly 11 0049 0.115 2707 0.037

Suppont

i ———

tiopal  Commitment O gocial

Table (4) Regression analysis of the impact of organiza

Sustainability. = _
2. Dependent Variable: Social Sustainability. 50t R el
follows: Social Sustainability = 2350 + 0.199 Job Satisfacna

0.111 Perceived Organizational Support

f equation can be writlen ag
i+ 0,135 fob Invalvement ¢

% Conclugion o
3 . o a0 b 'Uﬂl;l“dm‘ it Here (R cH
mﬂm DAL of deanriptive and smusuwl aml)ﬁ;;;: ;:f »t[’?;r:'tm [l [pualuamunt and Peresived
izational Commiumes

Banizationa) Support on organzations! Sustainsbibiy e
xitnu;munal Cammitment, which

il Support). Feonomie
cant carrelation hut.wq-:n
pd that there i5 i pasiiive
nd environmental

u looking a1 the 1est of the correlation coeflicier Mﬁf.’:;h:):;lnwm
ludes (Job Satisfaction, Job pavolvement, PO scally sign

ability, it was found tha! there 15 2 %u?(bih!)f js wass e 00
Nizationa] Commitment and geonom sustaunaR e -y commitment &

e : i b 0id
“Rtlsncauy significant correlation between OF
Page | 219
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< found that there i positive statistically significant correlation between

sustainability. Also, It wa
Gocial sustaind ility.

organizational Commitment and

6. Implications and Future Scopé of Research:
i 0 Sustainability of the organization.

There is a high relevan
Hence, organizations an

employees by implementing relevant practices 105
boredom, absenteeism and I
ivolvement. This in turn can hav
achievement of future goals Jeading 0 achi

practices can multiply the growth of any organization making it 2 sustainable one.

for further researchas
re organizational factors that may

of the employees. Also, Longitudinal studies can be conducte
ility. These studies can be of great relevance and benefit to businesss

commitment on sustainab

having long-term vision and management Who is striving for sustainable growth. Theses studies
can be of great benefit for the economic, societal, environmental, national and international
sustainability initiatives and development. '

influence

There is @ huge scope
d to find out the Jong-term effects of

there can be many mo
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