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Abstract:

The aim of this study is to enlighten the relatitipsbetween Implied Organizational Support (I0%) job
satisfaction, locus of control and work autonomy &éime organizational commitment (i.e. affectivermative
and continuance commitment).Model testing is ugethéasure the data, and also supported by litexailure
study shows that 10S is positively related witheaffve and normative commitment. Moreover the ditere
supports the direct relation between 10S (job fatton, locus of control & work autonomy) and
organizational commitment. The study throws lightte significance of providing support to the eoygles in
order to promote their commitment to the organaratiMoreover the literature provides facts abow th
managerial intrusion intended to enhance 10S addadiag the negative effects of lack of IOS on emipls’
affective commitment. In addition to take in to aocnt other than three dimensions of organizational
commitment, this study reveals job design factord personality that can transform the relation leetvIOS
and commitment.
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1. Introduction:

"Unless commitment is made, there are only promageshopes; but no plans”

Peter F. Drucker
We are living in a global world; day by day chan$gave been emerging at work place so there is d twee
understand this issue as it is influencing the cidmemt of employees in organizations. Employee ciment
is highly important as the success of the orgainirds highly related to the commitment of emplayedighly
committed employee will have a clear vision andsmis of the organization, which strongly bounds hiith
his duties and he will show the resident behavidnd if human resources are said to be an orgapizat
greatest assets, then committed human resourcaesldste regarded as an organization’s competitive
advantage” (Nehmen, 2009).
The need of the time is to understand the commitmiéncan be narrated as the attachment, retention,
belongingness or loyalty of employees. Organizaiamommitment has been defined by Mowdray (1992) as
consisting of three components: “identificationiwibe goal's and values of the organization, arddsibelong
to the organization and a willingness to displdgrefon behalf of the organization.”
Similarly Meyer & Allen (1990) have anticipated arée-component model of commitment which focuses
affective commitment (individuals willingly attacthéo the organization), continuance commitmentiicdals
attached with organization for the sake of theedjeand normative commitment (Individuals attactéti the
organization unwilling) (Nehmen, 2009)
Committed employees are considered as significaotess factor for any organization. To developrgtro
relationships with employees organizations are $owyon different factors as their strategic také Igiving
more compensations, autonomy, advanced working itonsl and also focusing on corporation social
responsibility (CSR).
Previous studies have revealed that the employeetha human capital of any organization who caad len
organization on the way to progress. So it's neamgsto make the employees loyal and committed to th
organization, as more the employee committed tosvatte organization, more he will be productive,
unwavering and passionate than the less committgdogee. (Larkey & Morrill, 1995).
The question arises that how an employee can luke mmeore committed towards an organization? Thigpap
focuses on the several factors influencing the eyg# commitment. Research recommends that majerisol
of Implied Organizational Support (I0S) in this aed (Eisenberger et al., 2004). Different researalvell
thought-out different variables as 10S: job satiita is core element in any organization to retinployees
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(Abdullah et al 2007). Another factor focused byelld, Ayeni & Popoola(2007) was motivation whickeyh
perceived as the cognitive characteristic that mnessthe level of commitment, Spector (1988) Temy

Jimmieson (1999) addressed that locus of contrdlveork autonomy, both factors influence the emwment
at work place. So this study mainly focuses onitfflaence of job satisfaction, motivation, locusaaitrol and
work autonomy (as organizational support variabtes)he components of employee commitment i.e ctiffe,

normative and continuance commitment

2. Literature Review:

According to Meyer et al. (2002) and Rhoades arskiitierger (2002), job design and Personal outlook
(characteristics) are the dynamics which deterntivee weak or strong relationship between dimensioins
organizational commitment and implied organizatieugpport. Thus, it can be proved that on thesasome
specific individual or other relative factors, séineness of employees vary toward organizationgpsrt,
which results in varying the effect of IOS on thewel of organizational commitment.

Based on these viewpoints lot of work is done omesonajor factors like job satisfaction, motivatidegus of
control and work autonomy. Despite differing cortealy and empirically/ employee commitment and 1&8
somewhat analogous.

2.1. 10S and Organizational Commitment:

IOS and organizational commitment are somewhatlaintoncepts as they both refer to the commitment,
commitment of organization to employees and comsnitihof employees to organization (Bishop et alQ5320
Eisenberger et al., 1990; Shore and Tetrick, 19%nganizational commitment consists of affective
commitment, normative commitment and continuancenmmdgment (Allen and Meyer, 1996). Affective
commitment refers to employee who are willinglyaatied to the organization, normative commitmerdrsefo
the commitment of employees to continue workingdayanization, they consider it their obligationctintinue
working for their organization , continuance comment means obligation of employees to stay atgadvoid
the loss of their investment in terms of time andrgy which they have dedicated to their orgarmzratind also
because of limitations of job options (Allen aneéyér, 1996; Meyer et al., 1993). Fuller et al. @0fefers to
Tyler's (1999) social identity theory to explairetrelationship of I0S with affective commitment.obeding to
this theory appreciable consideration of employee®sk from organization fulfills their thirst of &em,
affiliation and commitment and this motivates tingpéoyee to be more loyal and committed to the oegion,
they feel pride to belong to the organization (Meged Allen, 1991). Blau's (1964) social excharngeory also
explains the relationship between affective comraittrand 10S. According to this theory long run tielaship
among human beings are based on the exchange amfrces among the individuals interacting with one
another. Relationship between 10S and affectivarodment considers socio-emotional and symboliecetsp
of exchange (Gakovic and Tetrick, 2003; Shore et2806). Moreover behaviors of organizational suppre
considered to be the signs of respect and appi@tiay the employees increasing their trust, moiiva job
satisfaction, autonomy and locus of control indhganization (Chen et al., 2005; Cheung, 2000;rbieeger et
al., 1990, 2001

2.2. Job Satisfaction:

Previous studies expose that job satisfaction ngldmental element in influencing a firm’s performanJob
commitment is considered as dependent on job aetigh. The higher the job satisfaction, higher Ww# the
commitment of employee and lower will be the rafie absenteeism, turnover, inattention at work and
termination (Abdullah et al, 2007). Job satisfattcmmes from the sovereignty, so to get the maximutput
with high loyalty, organizations might be recommeddo give independency to employees at workplace.
Demography of individuals like age, gender, worperience, marital status also influence job satisbn
along with the intrinsic factors (motivation, lotsabr responsibility) and extrinsic factors (compation, fringe
benefits, working environment) (Quarstein et &93).Crudely defined, “job satisfaction referste tdegree to
which people

resulting from the appraisal of one’s job and ¢aperience” If employee is satisfied with his wiack
environment, he will work confidently at work plaghie to this his job satisfaction increase dtichately
organizational commitment and profitability witidrease (linz,2002).

According to Nelson (2002) depress employees shomiliingness to do the job, and they show least
involvement in organizational commitment ,whiclvéaegative impact on the organizational perforrean
Researchers showed relationship of employee enwotidth the different features of job satisfactiaels as the
nature of the work itself, level of pay, promotiopportunities, and satisfaction with co-workersnagement
style, culture, demographic and environmental factemployee involvement (Schermerhorn et al., 2005
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158). Job satisfaction is linked with improvedmuttand Organizational commitment, lower absenteeiad
turnover, and finally, increased organizationalcsss (Ellickson and Logsdon, 2001)

There is no hesitation to say that organizationahmitment directs to job satisfaction. Job satisfechas been
identified as a part of organizational commitmg@dvach, 1977). (LalLopa, 1997) stated that Jitsfaction

is a significant forecaster of organizational cotmant. Numerous studies use different factorsapisfaction

to forecast employee characteristics such as peafioce, organizational commitment, and service tyuali
(Dienhart and Gregoire, 1993).

Tai et al. (1998) examined that job satisfactiod anganizational commitment are highly connectedvith
other. Markovits et al., (2007); recommended #fégctive organizational commitment was most igant
with respect to levels of intrinsic and extrinsactors of job satisfaction.

2.3. Locus of Control:

According to Rotter (1966), locus of control istpersonal disposition which plays an importane riol
determining the way by which individual interprégetsituations they come across. Locus of controff isvo
types, external and internal locus of control. Wdlial having the internal locus of control havéeadency to
attribute their success or failure to internal dastlike proficiency, hard work and determinatiomhile
individuals having the external locus of

control have a tendency to attribute their sucoedsilure to external uncontrollable factors likleance, other
people, divine interference and feel defenseledgedtor, 1982).Spector (1988), developed the wackd of
control scale(WLCS),an appropriate measure, fatystig the determinants of locus of control in origational
setting for job related actions such as salary eeém@ents, promotions and punitive measures. Lotasnirol

is considered as a moderating factor in determirtimg strength of relationship between dimensions of
organizational commitment and perceived organinalicsupport. Chiu et al. (2005), found that indiats
having the external locus of control are more sSpiisle towards organizational support as the thindt
organizational environment is the major cause eirthuccess or failure. So when they feel orgaitinatares
about their interests, they are likely to develdghkr level of affective and normative commitmehan
continuance commitment, and when they feel orgdibizas not interested in their well-being, theyndeto
develop higher level of continuance commitment kvder level of normative and affective commitme@in
the contrary, individuals having internal locuscohtrol percieve organizational support availabks|relevant
in their success or failure, which reduces thengite of the relationships between perceived orgdiazal
support and the dimensions of organizational comenitt. They are likely to feel that they are abledotrol
their fates and tend to attribute their succeskiture to their own actions rather than employestpport and
favor. (Harvey et al., 1974).

As a result, an internal locus of control tendseauce the feeling of thankfulness and commitmewatds the
organization (Harris, 2005), which weakens the rgjtle of relationship between 10S and organizational
commitment. Chiu et al. (2005) empirically testhd effect of locus of control on the relationshgivieen POS
and organizational commitment.

2.4. Work Autonomy:

According to Breaugh (1999), flexibility and fremd given by employer to the employees in perfornitmajr
work/duties is referred as work autonomy. Thisifddity and liberty depends on the job design inatzged by
the managers. Just like locus of control, work aatoy is also another important factor in deterngnthe
relationships between IOS and the dimensions ofriegtional commitment. In particular, low level of
autonomy results into the more dependence of erapkwn their employers. (Semmer, 2000). Accordjngly
when there is less flexibility in job design, emptes are more sensitive to organizational suppard. when
there is less support by the organization, indialdware likely to feel neglected, maybe even miseadded by
their employer which results in reduction of thigivel of affective and normative commitment and aardes
their level of continuance commitment.

In addition, a low level of work autonomy coupledttwa high level of organizational support may lead
individuals to perceive the organization that ergplthem in a positive way, which may increase theiel of
affective and normative commitment and reduce thaiel of continuance commitment. On the other hand
individuals who have more control over their wotknasphere due to more work autonomy are less tedian
their employer. In this case, organizational commsitt is less likely to be influenced by organizagibsupport.

In summary, implied organizational support is expdcto increase the level of affective and norneativ
commitment and decreases the level of continuamrengtment. However, the relationship between the
dimensions of organizational commitment and impl@danizational support may be less obvious when
employees consider that they have control over theik atmosphere caused by either their persgn@titus

of control) or due to job design characteristicerfaautonomy).
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3.0. Conceptual Framework:

Effected by
Intrinsic and
extrinsic factors

Job
satisfaction

Organizational

Implied
Internal and Locus of Organizational commitment
external control Support
Work .
High level and low Efficiency
autonomy
level work Adjustment
altonomv
Profitability

3.1. Variables.
3.1.1. Dependent Variable: In this study organizational commitment is depend@niable, as it is affected by

IOS.

3.1.2. Independent Variable: job satisfaction, work autonomy and locus of canfcollectively termed as 10S
in this study) are independent variables, as tfilegtadimensions of organizational commitment.

4.0. Conclusion:

This study is conducted to investigate the sigaificfactors that can influence the employee comanritmin
sum it upholds the relation between 10S and emgay@mmitment. Most influencing factors found arb jo
satisfaction, work autonomy and locus of controlichihare positively related to the affective andmative
commitment. Current knowledge indicates that thegeforms of commitment are enviable since they pose
significant determinants of performance and qualityife at work. The above mentioned factors asedito
enhance the employee commitment. Job satisfacmonbe increased by implementing different pay plans
proper wage systems and offering rewards whicimali2ly would raise commitment level. Work autonomag
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a great power to retain potential employees asyewer need some freedom at work. So the organization
having organic design and provide high level ofoaomy to the employees, is successful in retairigag
employees, as the employees are offered to enjgide making at work place according to theiruiegment.
Locus of control can be termed as a personalitt; @S helps to evolve this trait. I0S persuadgsrinal locus

of control in employees and the employees withrirgklocus of control are more enthusiastic towatdsr
work. All these practices facilitate organizatiots demonstrate their acknowledgment of employees
involvements and their concern for employees’ idé&s. However it is difficult to provide organizatal
support in some organization settings like londattise management, virtual work teams and becauseaoée
resources. In such scenarios some interventioregdig job design, locus of control and work autogcare
likely to compensate the lack of ISO. Hence thiglgtshows that organizations should support orgdiocizal
designs which provide high level of work autonomy gob satisfaction. Selection of employees shbealdione
through roper screening. It should be the mostrpthing that the employees hired, have internalisoof
control, because these individuals might be abfgréserve their affective commitment towards thgaaization

in spite of a lack of organizational support. Al all, this study helps to consider several intetioms to
reinforce employees’ organizational commitment.
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