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ABSTRACT

Employees are considered as an important assaitorganisation. The present study aimed
at understanding the impact of variables such agamsational culture, trust, and
participation in decision making on multiple comménts in employees such as group
commitment, job involvement, normative commitmemtd acontinuance commitment. A
research instrument was administered to each of ridBagerial employees working in
Indian public sector undertakings (PSUs). Struttwguation modeling was used as a
statistical tool to verify the proposed relatioqshi The results of the analysis revealed that
age was positively related to continuance commitnaga job involvement. Education was
positively related to continuance commitment andnradive commitment. Tenure was
observed to be positively related to continuanagarmdment, normative commitment, group
commitment and job involvement. The findings reedalthat supportive culture and
bureaucratic culture significantly predicted gragmmitment. Normative commitment was
only predicted by innovative culture. All three riwg of organisational culture significantly
predicted organisational learning. Apart from oinigational culture, organisational learning
is predicted by cognitive trust and participationdecision making. The findings revealed
that affective trust significantly related to groagpmmitment. Cognitive trust significantly
predicted job involvement, normative commitment angianisational learning. Participation
in decision making significantly predicted job imwement, normative commitment and
organisational learning. The findings of this stuadgo revealed that organisational learning
significantly predicted group commitment and jolvdlvement. This study presented the
interrelationships among the commitment forms. Hswobserved that job involvement
predicted group commitment, normative commitmentd atontinuance commitment.
Normative commitment predicted continuance commiimén addition, organisational
learning acted as a mediator between supportiveureuland group commitment. The
implications of these findings for people holdiregponsibility in PSUs have been discussed

in this study.

Keywords: organisational culture, trust, participation in idean making, organisational
learning, group commitment, job involvement, norv&t commitment,
continuance commitment.
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CHAPTER 1
INTRODUCTION

Industrialisation has been encouraged by the Indjavernment in the last few
decades owing to its potential economic benefitszaBisation and liberalisation has
boosted the growth of Indian economy. However, agalh businesses, the public
sector needs to reconsider its work environmenseReh suggests that public sector
needs to improve its performance and productiviRylgnia, 2006). Participative
management is one of the important mechanismsiprthductivity and performance-
led global economy. The performance and competidge of any organisation is at
stake if employees feel that they are not empowerked human resource pool has to
be very talented and determined to obtain sustiradmpetitive advantage (Barney,
1991). Employees, in any organisation, are the lb@aok for the overall development
of the organisation. Their capabilities and effate a crucial source of competitive

advantage.

Workplaces in organisations are very diverse. Theaye to accommodate goals
and aims of every individual. This requires intéirgec behaviour between allied
members, which in turn, can develop trust amondy edicer. Social and business life
of employees are interdependent on each other. Tdety engaged in social
interactions to work together and face challengeasist can facilitate sharing of
knowledge among individuals (Levin and Cross, 2004)s a vital component of
social systems (Coleman, 1990) as it can influefactors like job satisfaction,
organisational learning and commitment. The varidmsensions of trust have to be
considered in order to understand its impact ommsgational learning. Trust creates
congenial work environment which helps in organeswl learning and elevates
organisational commitment (Appelbaum, Louis, Maké&re and Saluja, 2013). In
such an environment, employees tend to present tip&mion easily on important

work related decisions.

Participation in decision making is another impottaariable which allows to
share information and influence among individualovare hierarchically at different
levels. Participative management practices help ntaintain balance on the

involvement of managers as well as the subordinatéise daily tasks and activities
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related to the job (Wagner, 1994). It is believiedt tparticipation has the potential to
determine organisational commitment (Scott-laddvaglione and Marshall, 2005).
Participation in decision making paves the waydmployees to work together, thus
indirectly contributing to generate group commitiéKaria and Ahmed, 2000).

Performance of employees is likely to improve wtikay express their views on
certain matters. Largely, it appears that the noaimcern of an effective participation
is greater organisational effectiveness from anleyap’s perspective and improved
working conditions from an employee’s perspectiVais is achieved through the

presence of suitable culture in an organisation.

Employees who work in highly innovative culture sater their work
environment to be more supportive than those whdkwo less innovative culture
(Malaviya and Wadhwa, 2005). It is also necessaryttie culture to be supportive
and bureaucratic (Wadhwa and Rao, 2004; PathardikarSahu, 2011). Supportive
culture helps to obtain clarity of purpose, mainsaequity, fairness (Brooks and
Wallace, 2006). This may help employees to be aldig towards the organisation in
the long run (Pathardikar and Sahu, 2011). Buredigcrculture has certain
procedures and it has hierarchical structure. Tdu#fure combines values of
organisations and long working experiences may egiployees to continue working

for their organisations (Pathardikar and Sahu, 2011

Lawler (1992) pointed out that more participationdmployees towards work
related decisions in work groups help to improve workplace. Members of groups
who had trained together displayed stronger mertmrgmember different aspects of
task. They could coordinate more effectively anelytshowed greater trust in other
members’expertise. In this productivity and perfanoe led global economy;
participative management is one of the importanthmaisms. If employees feel that
they are not empowered, then competitiveness arfdrpgance of organisations in
the country will be at stake. The highest levelsatisfaction and commitment in the
work environment are likely to occur when therdigh level of involvement by the
work group in planning processes, generating ateres, formulating policies and

evaluating results.



A group of employees working together to completgaisational goals form a
work group (Hackman, 1987). Every member in a wgndup would want to improve
his or her work skills and knowledge by workingaigroup. This makes development
of individual knowledge within a work group necessalhis process of learning by
sharing experiences with each other is considegsedrganisational learning. It is

expected to be influenced by relationships betwkeremployee and his co-workers.

Organisations have to be competitive. They havadapt to rapid changes to
meet demands of the competitive business scenBoppger and Lipshitz, 2000).
Organisational culture and organisational learr@rgvery important for survival and
growth of organisations in this context (Cook andn¥w, 2011). All employees
working in any particular organisation have to feaertain new things that are
considered essential to boost productivity. Orgetrosal learning suggests learning
has to occur at an organisational level and noy ahlan individual level (Pillania,
2006). Culture is very important in the functionioigan organisation. This is a recent
aspect that is being focused in organisation bela\(Pondy and Mitroff, 1979). It is
often seen that not all employees welcome changerganisations are often resistant
to change owing to less readiness to change. dedsto be taken care by finding
possible interpretations and solutions. Organigsaticulture has to be changed to

remove resistance in organisational learning ($cH&85; 1992).

For the change to occur, organisational learning tbatake place so that the
organisation can evaluate its understanding of viaydeal with business. Culture is
used by management to nurture the beliefs, beheviamd understandings of
individuals of an organisation to reach specifiexhlg (Deal and Kennedy, 1982).
Organisations can maintain a good work environmerthis way. This will make

employees develop positive feelings for their orgatmons.

A healthy work environment has to be free frompalksible conflicts among
employees. This would generate good amount of, tinistraction and learning among
employees within work groups. Both organisatiomarhing and commitment have
been recognised as the main ingredients of a wooskipg(Maynard, Mathieu and
Gilson, 2012; Hackman and Morris, 1975). Employleasn as a function of working
with their respective work groups (Tannenbaum, BedcNall and Salas, 2010).

3



This strengthens bonding among all employees akaselithin members of work
groups (Bishop and Scott, 2000). Group commitmerd form of commitment that
gauges the level of bonding of an individual witis lor co-workers (Randall and
Cote, 1991). This concept of group commitmentasywew in the research domain

of commitment.

Data were collected from Central Public Sector Emises (CPSES) or public
sector undertakings in India. The reasons for c@nsig this sector are many due to
personal and business fronts. Firstly, they arowmed to be people-centric and
dynamic (Gupta and Pannu, 2013). Secondly, theganmations continue to attract
millions of job seekers mainly because of job sigwand stability (Ahmad, 2013).
Thirdly, these organisations are growing in impoece nationally and internationally.
According to Performance Report (2015) in Indiall public sector undertakings
collectively accounted for 23.2 percent of the ltotearket capitalization” and “9
percent of India’s total export earnings was ctwitied by these organisations”.
Fourthly, government orders for public sector utmlengs generally aim at
betterment of the society. Finally, public sectadertakings have a direct impact on
foreign exchange earnings of the country becausar tfocus is mainly on
international trade in goods and services (PerfanmaReport, 2015). These above
stated reasons only highlight the potential ecorasignificance of the public sector

undertakings in determining the Indian businessvgro

Many of these Indian public sector undertakings ehaxperienced high
growth with change in management practices aimethoaisting commitment of
employees. Example of such a practice is taking ohemployee needs, such as, job
stability and job security (Gupta and Pannu, 20k33.reported that certain measures
taken by the state to improve performance and eyepkl commitment are reflected
in their products and services (KPMG, 2012). A repy the government of India has
stated that flexibility and autonomy in the pubdiector undertakings have enabled
them to operate effectively in the competitive nenkith outstanding results (Public
Enterprises Survey, 2016). The employees are bemgpuraged to work more
effectively through developing commitments at indoal, group and at an

organisation level. However, to have a clear uridading of the differences in



different commitments, it is necessary to have sdetails about them. Hence, this
dissertation provides one of the few empiricalli#ein investigations in the areas of

human resource management in PSUSs.

It can be argued that the workplace set-up is gingn In recent years, it is
characterised by high global competition due toamdement in technology. To be
competitive, companies must be able to adapt tehl@ging conditions. Under such
changing business environment, organisations havecdntinuously look for
employees who are qualified, skilled and also cotteahi At the same time employees
are advised not to become too committed to theipleyers, but to look out for
themselves to ensure that they remain employakteeievent of uncertainties such as
layoff. Apparently, employees should not be committto just one aspect in
workplace such as their work group or to their gylto the organisation as a whole
any longer. In other words, if employees may d®sIcommitted to work group,

they may be more committed to another adpecijob or organisation.

This is one important reason because of whicharekers are becoming
increasingly interested in the broad concept ofaoigational commitment. This
shows that it is useful to study multiple commitriserather than focusing on only one
form of commitment. Group commitment is a form ofranitment that gauges the
level of bonding of an individual with his or co-vkers (Randall and Cote, 1991).
Continuance commitment and normative commitment less researched areas
though they are important forms of commitment (Kahd Motowildo, 2012).
Organisational commitment has been of great impodain business and

organisational studies (Giri and Kumar, 2013).

Organisational commitment is of utmost importanzeebhhance organisational
behaviour in PSUs (Ahmad, 2013). Employees exidithigh organisational
commitment perform better than employees with loenmitment (Laschinger,
Wilk, Cho and Greco, 2009). Organisational committrie one such variable which
was researched abundantly not only in manufactugaugor, but also in service sector
such as education (Kumar and Giri, 2013). Exisliteyature suggests that certain
forms of commitment like normative commitment, éonance commitment and

group commitment have not been studied extensi¥ddp, to the best of researchers’



knowledge, research on the relationship betweeticjgation in decision making,
organisational learning and group commitment i/ Vienited in Indian public sector
enterprises. The present study attempts to fdl gfaip by supplementing research and
studying the impact of these variables on behagicautcomes.

1.1 Literature Review
1.1.1 Organisational Culture

The term organisational culture is used as an ulabrencept for a way of thinking

that takes place in organisations. It refers taegharientation to social reality created
through the social interactions. Potter (2003) rokefi organisational culture as the
values, beliefs and norms expressed in actual ipesctand behaviour of the
organisation’s members. Wallach (1983) has classifirganisational culture in three

parts as follows:

* The bureaucratic culture — it is characterized kgyanchical, clear authority
lines, organized, compartmentalized and systematr&. Flow of information
and authority is hierarchical based on control gaver. The various
adjectives used for bureaucratic culture are powvanted, solid, cautious,
regulated, established, ordered, structured, proeéd and cultural-
hierarchical.

 The innovative culture — it is known for creativexda dynamic work
environment. People are always under stress tonperbetter. The various
adjectives that are used to describe innovativeiaibare result-oriented, risk-
taking, creative, pressurised, challenging, stitmgga enterprising and
driving.

- The supportive culture — it is characterized by ficlamce, encouraging,
trusting, people-oriented and friendly work cultufajectives used for this
culture are supportive, trusting, equitable, sascial, encouraging,
relationships-oriented and collaborative.

Organisational culture is often explained as wagahg things (Bower, 1966)

and things that go and that do not go (Heskett1 R0l is augmented by past stories



and experiences of employees gained over the yeHns includes certain
unacceptable behaviours which need actions to rieda right (Heskett, 2011). It is
perceived to be the glue that binds employees aganhdsations to help to take right
decisions (Haberberg and Rieple, 2008). An orgéioisal culture consists of shared
beliefs, values, norms and behaviour that form mamisation’s environment. Thus,
the employee would work for the organisation, cawstdr trust, facilitate

communication and can build organisational commitine

1.1.2 Participation in Decision Making

Empowerment is perceived to put employees at there®f development. There is
consensus among researchers that empowerment mgipati component of
organisational effectiveness and efficiency (Crawd #ounder, 2000; Kukenberger,
Mathieu and Ruddy, 2015). There are many dimensimh&mpowerment like
decision making, professional growth, status, e#itacy, autonomy and impact
(Short and Rinehart, 1992). However, among all éhéisnensions, participation in

decision making has growing literature in relatiorvarious organisational outcomes.

Sharing of decision making process or joint dedsimaking between
superiors and employees in order to achieve orghoisl objectives is known as
participation in decision making (Knoop, 1995; Komgn and Wierdsma, 1998).
Positive organisational outcomes like job satistecand commitment are attributed
to participation of employees (Kappelman and Prybutl995). This is because
outcomes are valued more by those employees whe meg&isions that have their
consent in them (Black and Gregersen, 1997). Thisiin, reinforces commitment.
PDM offers employees different levels of influennemaking policies ranging from
consultative committees to developing good relatiovith managers. This makes

them committed to their organisation (Kumar and,@i013).

Participation programs of employees have gainedilpopy among managers
and employees across organisations. Research ssigigasthis kind of participative
management is found to have substantial positiiluence on organisational

commitment in work environment (Kim, 2002). Pagiiion in decision making



offers employees different levels of influence imkimg policies ranging from

consultative committees to developing good relaiownith managers. When
employees participate actively in making decisi@&)se of owning the organisation
may be felt by them for contributing their own ideéSchermerhorn, Hunt, and
Osborn, 1994).

1.1.3 Trust

Trust has been defined as “a psychological statepasing the intention to accept
vulnerability based upon positive expectations leé intentions or behaviors of
another” (Rousseau, Sitkin, Burt, and Camerer, 189895) Trust is also defined as
“the intention to accept vulnerability to a trustesssed on the positive expectations of
his or her actions” (Colquitt, Scott and LePineQ20p. 909). It forms the centre of all
our daily social activities and it is necessary &r social transactions by which
transaction effort is reduced (Bromiley and Cummajnt995). It has been studied in
literature that trust is a vital form of social @dapin social systems (Fukuyama, 1995)
because every day’s social life is not possibldeuit trust (Good, 1988). Workers of
every generation are skeptical about their orgéinissiand so is their trust (Brandes,
Castro, James, Martinez, Matherly, Ferris and Haetav, 2008) as people come to

work from different places having different religidanguage and beliefs.

Organisations have a diverse workforce nowadayspl&yees look for
similarities in their ways of working like experiemin the same field to ease the joint
effort of working together (Berscheid and Walsfigd78). Research suggests that trust
is explicitly needed for growth and performance é@dp, Chou, Wu, Huang and Farh,
2004). Therefore, ability to trust each other helzsn to work effectively.

There are two different components of trust, namafiective and cognitive
trust. Affective trust is the emotional componemttroist and cognitive trust is the
logical component of trust (Ziegler and GolbeckQ 20 Affective trust is the result of
personality cues and sensory connections and cegrrust is the result of shared
backgrounds and experiences among the employeesttbagthen certainty among

employees (Ziegler and Golbeck, 2007). In this viewst between employees and



organisation is known to have been associated withltiple commitments

(Appelbaum, Louis, Makarenko and Saluja, 2013).

1.1.4 Organisational Learning

Organisational learning is understood from varipesspectives. Literature suggests
that organisational learning has evolved sinceng iime in the psychological field
(Wang and Ahmed, 2001). Literature reveals thatnieg is a vital process that
enables organisations to survive and it controlsice; behaviour and performance of
organisations (Levitt and March, 1988). Learningpbeto share interpersonal

knowledge.

An organisation needs to change when transformatibrenvironmental
conditions renders previous organisational stragegand orientation obsolete
(Tushman and Romanelli, 1985). Restructuring netraimand extra-organisational
working relationships, revamping the organisatiore dhe only ways for an
organisation seeking continued survival (Havem®&92). Organisational learning is
an intentional process directed systematically atproving organisational
effectiveness (Sahin and Simsek, 1996). It occunsnwindividuals are willing to

share information within groups.

Groups in an organisation need to learn skillatding together productively,
respecting the diversity of individual members arwhsistently becoming more
effective in reaching collective goals. Organisadiblearning acts as a principal
measure of renewal of strategy of an organisafitwerefore, it is considered crucial
for enhancing organisational commitment of emplgy&grganisational learning may
involve relation between new learning (exploratiand already acquired knowledge

(exploitation).

1.1.5 Multiple Commitments

Meyer and Allen (1984) proposed a two-dimensionajaaisational commitment

model. The first dimension is based on “positivelifegs of identification with,



attachment to, and involvement in the work orgaiosa (Meyer and Allen, 1984,
p.375) and is termed as affective commitment. du®isd dimension is related to “the
extent to which employees feel committed to theganisations by virtue of the costs
that they feel are associated with leaving” andened as continuance commitment.
In subsequent research, a third dimension was atdgedeyer and Allen (1990),
termed as normative commitment, which is definedthes employees’ feeling of

obligation to remain with the organisation.

There is no clear understanding about the factwas lead to organisational
commitment till date despite the presence of matydiss on organisational
commitment (Bigliardi, Dormio, Galati and Schium2012; Kukenberger, et al.,
2015). Trust and human resource management praciice few of these factors
(Meyer and Allen, 1997). The effect of these fagton commitment is still not very
clear. Organisational commitment is of high interés researchers since it is

considered as an important organisational behaviour

There are different objects in an employee’s wakel like work group,
individual, job or profession. Any of these objectn take a special meaning and
importance in the life of the employee. Hence, aupleyee can display commitment
in various ways, like, commitment to the work grpop to any individual, or to the
job and profession (Cohen, 2003). It is not neagsttat the employee will exhibit
commitment equally for all these objects. Levelcommitment exhibited may vary
from object to object. This indicates the need dous on more than one form of
commitment or multiple commitments. Thus, it is dee to find the determinants of

these commitments and the objects for which an eyeglis committed.

Research indicates that a multi-dimensional apraac commitment can
predict work outcomes better than any individuahoatment. Further, research on
commitment is needed because our understandingnaindment processes increases

by an examination of more than one commitmenttathe (Cohen, 2003).
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1.1.5.1 Organisational Commitment

Mostly, commitment is considered as an attitude tieflects many feelings like
affection, satisfaction and loyalty (Morrow, 1993%)rganisational commitment of
employees is defined as the relationship betweennividual and the organisation
for which he or she works (Allen and Grisaffe, 2D0Xrganisational commitment
plays a significant role in the study of organisa#l behaviour. Organisational
commitment has captured the attention of reseascfwgrmany years. Researchers
have found that organisational commitment has reetha point of interest ever since
it was introduced in the early 1950s to the fiefdbmganisational behaviour (Goulet
and Frank, 2002; Aryee and Heng, 1990). Huge nunabaresearch works have
shown relationships between organisational comnmtraad attitudes and behaviour
in workplace, which has eventually increased theuparity of organisational
commitment (Angle and Perry, 1986; Meyer and AllE®91; Cohen, 2003).

Organisational commitment is a topic which hasaated many researchers
for number of reasons such as: a) a committed graplts more likely to continue
working with the organisation to achieve its godls, organisational commitment is
negatively associated with increased absenteeishgcause of its increase in the

organisational behaviour literature (Mathieu anghZal990).

1.1.5.2 Affective Commitment

It is the emotional component of employee with whine identifies and engages with
the organisation. Affective commitment is regardesl the willingness to retain
membership with an organisation to pursue one’ssg@amar and Giri, 2012). It is
defined as “positive feelings of, attachment teniification with and involvement in
the organisation” (Meyer and Allen, 1997, p.11). Adividual who is affectively
committed to his or her organisation might be nlikely to be attached to his or her
organisation, to join and be active in relevant tarat Researchers point out that
affective commitment has been researched widely gnee it was introduced in the
early 1950s to the field of organizational behavi@@iri & Kumar, 2013; Johnson &

Yang, 2010). However, other forms like normativel @ontinuance commitment are
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relatively less researched (Meyer, Stanley, Jackstminnis, Maltin and Sheppard,
2012). Hence these two commitment forms have bemmsidered to find its

importance and antecedents.

1.1.5.3 Continuance Commitment

This component is associated with the costs tlaethployee would have to forego
for leaving the organisation. It is defined as “tetent to which employees feel
committed towards their organisations by virtue tbé costs that they feel are
associated with leaving” (Meyer and Allen, 198487%%). This form of commitment is
based on side-bets or benefits that the employkdavie to forego in case of leaving

the organisation.

1.1.5.4 Normative Commitment

This component of commitment deals with the obigathat the employee has in
order to continue working with the organisation €n, 2015). This obligation arises
out of societal pressures or personal feeling ofkug for the organisation. This

would reflect a general willingness in employeebédoyal to their organisation.

1.1.5.5 Group Commitment

Group commitment is a very new concept in multigdenmitments research because
not many studies have been done on this area (Cak@®s3; Morrow, 1993;
Kukenberger et al., 2015). It is defined as anvimlial's identification and sense of
cohesiveness with other members of the organis@®andall and Cote, 1991, p.195).
Employees might develop commitment to the work gromstead of developing
commitment to the organisation (Meyer and Allen970 Most of the research on
group commitment related it to organisational cotmment conceptually or
empirically. Work groups demand work to be doneetbgr. This brings social
involvement and social ties improve. Randall anteG&991) explained that on being
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hired, one’s initial reference group gratifies aaeeds for guidance and reassurance

and exerts a lasting influence over individualtattes to the organisation.

1.1.5.6 Job Involvement

One of the objects in organisation is the job. Eoppés may develop commitment
towards the job. Blau (1985) has defined job ineakent as the extent to which an
individual identifies psychologically with his/hgyb. It is also indicated by the degree
to which one identifies emotionally with the jobh@u and Li, 2008). This means that
an employee’s personal life would be affected dydat the importance of his or her
job. If an employee gives importance to his or joér he is likely to be loyal to the
organisation. It can be perceived that if employaes involved enthusiastically in
their job, they view it as an important part ofitreelf-worth. Kanungo’s (1982) scale

is a widely accepted scale to measure job involverimeorganisations.

1.1.6 Demographics and Multiple Commitments

In order to preserve commitment of employees, asgdions have to take care of
expectations of employees. Expectations can diffen one employee to another. For
example, someone may not want monotonous work t&enit interesting and
attractive to work. Some other employee who hasrésponsibility of immediate
family members as well as distant family membersid@nticipate hike in payments.
In addition, female employees may want some fldikjpto certain extent in their
work schedule and amounts of work. Also, educalewel of employees may help
determine commitment level of employees to somergxtor example, an employee
who is highly committed with a long tenure may dpt a job which is more

intellectual and demanding in contrast to an emgaoyho is less educated.

These arguments justify that organisations shotridesa balance between
interests of employees and their commitment levEtss generates a need to study
commitments and demographic factors that affectsdment of employees with
their organisation. Considering that demographictdis may determine level of

commitment, it may be noted that India representdsian context with a diversified
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collectivist culture. Individuals from different gns with different backgrounds,
beliefs, faith and language work together in araarggtion. So the present study aims
to investigate the impact of demographic factoke lgender, age, education, tenure

and marital status on different forms of commitment

1.1.7 Organisational Culture and Multiple Commitmerts

Culture is an important factor for the successrobegganisation. It presides over the
values of the organisation. Employees who are n#fenoexpect good culture to
prevail in the organisation. Silverthorne (2004urid that bureaucratic culture
resulted in the lowest levels of organisational ootment. A supportive culture had
the highest level of organisational commitment.olvative culture was the next
highest. Organisations that aim for high perforneamust concentrate on improving
their culture. This is because culture can inflgesocial life of employees within
workplace. Harris and Mossholder (1996) found trganisational culture influences

outcomes of individuals such as commitment.

One of the factors which can influence the relafop among employees is its
organisational culture. There are certain jobs tiestd many people working together
at the same time. This is when various functionsdn® be integrated at times to
complete a single job. People often prefer to wargroups. Collectivist tendencies
exist among Indians (Hofstede, 1980; Singh, 1996rma and Triandis, 1999).
Collective nature of work is referred when grouprkvoeeds to be done. Continuance
and normative commitment of individuals increasdgemthey are certain that their

job is secured (Messner, 2013).

Although research has been done on the relationséiyween organisational
culture and organisational commitment, latest stsidhow that there has been paucity
of research verifying this relationship between #i®wve mentioned variables in
Indian public sector organisations. However, thisreno creditable research work
which verifies the relationship between organisalaulture and group commitment.
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1.1.8 Organisational Culture and Organisational Leaning

Learning is considered an essential activity inrgvarganisation. As the business
becomes more globalized, organisational learningildvdbe more emphasized.
Learning helps in growth of individuals. It helgsetn know about latest techniques
and keeps them motivated. Culture that supports ideas can significantly affect
organisational learning. Organisational cultureeetlf behaviour of employees (Lee

and Chen, 2005) which, in turn, can influence stgamformation and learning.

A good organisational culture helps to promote aargational learning
(Yanow, 2000). Organisational learning helps emgésyto gain knowledge, skills
and expertise in the field of work. This would héfyigm to achieve effectiveness in
their job (Kululanga, Edum-Fotwe, and McCaffer, 200 Knowledge has to be
constantly updated to enable efficient handlinglednges (Lemon and Sahota, 2004).
Brian and Pattarawan (2003) have opined that OCheare positive impact on OL.
This was also suggested by Czerniewicz and BroWA9qR Susana, Jose and Camilo
(2004) pointed that though organisational cultureesd not directly influence
performance of the organisation; rather by ensudrganisational learning among

employees.

The top managers will get benefitted with an insesaunderstanding of the
latest updates in technologies and processes dtigetpresence of organisational
learning (Brady and Davies, 2004). Lee and Cho0&0concluded that cultures
which are less hierarchical and more supportiveriployees allow them to interact

with each other and share experiences.

Looking at the pace at which the business is taksgourse in globalized and
liberalized economy, more research is warranted tlom relationship between
organisational culture and organisational learnitigis evident from review of
literature that organisational culture has an mfice on organisational learning, but
the impact of different types of organisationalterg on organisational learning needs
to be studied.
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1.1.9 Trust and Organisational Learning

Certain organisations suffer from lack of trust amdincrease in fear when there is
new technology or new skill introduced that neemi®e¢ learnt (Buch and Aldridge,
1991, Cascio, 1993). Open communication, sharingxperiences, information and
feelings within employees facilitate trust in orgations (Mishra and Morrissey,
1990). There may be a positive relationship betwiast among employees and
learning among each other (Gilbert and Tang, 19B&y suggested that trust has the
potential to enhance formal, and more importantijormal discussion on gaining
new knowledge and learning in organisations. lthisrefore anticipated that strong
belief in each other characterized by a desire dip In work-related issues may

facilitate learning in organisations.

A trusting atmosphere is present when it is suggorand cultivated
continuously by management. Learning takes placenwthere is trust and people
offer to help one another (Senge, 1997). Previtudiess have examined the role of
trust in learning (Levin and Cross, 2004; Morrovwariden and Pearson, 2004; Renzl,
2008). Affective trust and cognitive trust may i@ equally important to create an
organisational learning environment (Swift and HgaR013). This is because these
two facets of trust may not affect learning in tbeme way (Chowdhury, 2005).
Research shows that there are very few studiedwtace assessed the importance of
trust on organisational learning. There exists jbdgy to broaden the knowledge

about trust affecting organisational learning idiém public sector undertakings.

1.1.10 Trust and Multiple Commitments

Trust is a very basic component in organisatiomspleyees can perceive their own
value in the amount of faith that employer placeshem. Excellent employment
relationship is based upon trust in organisationof@nzano and Mitchell, 2005;
Moye and Henkin, 2006). Studies have found thasttibetween employer and
employee is necessary to build commitment towardsmamon goal (Rogers, 1995).
Trust needs to be present among employees for Wedirbeing at work (Peterson,
1998).
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Trust is defined as the ability of an individual teke risks based on being
vulnerable to others’ actions assuming that thd/hvelp the individual (Gilbert and
Tang, 1998). Members of a work group as well asrganisation keep changing over
time in an organisation. There may be new membeded to a work group. This
brings a transitional period of uncertainty. Foe tekame matter, a newly hired
manager would bring some uncertainty to the jobm&aones, in the event of
switching jobs, there is restructuring of departtaegn an organisation. This changes
member composition of these departments. Coordinas very important between
employees to perform work. If they are exposednibiguity, then their relationships
between themselves as well as with the organisatiersubject to stress (Mishra and
Spreitzer, 1998). Thus, changes in member compasslystem and job roles is likely
to have an impact on employees’ relationships #ighr organisation, jobs and work

groups.

Employees who trust each other would know thatr titksias presented to the
management would be supported by others (PetersdrXimg, 2007). They would
also know that if they go wrong at some point aféj their colleagues would help
them correct it and proceed ahead. Employees camipe their own value in the
amount of faith that employer places in them. Maild help employees to be open
and discuss and share experiences among thems€&hisss necessary in the long
run for them to become enjoy the work and becommanaitted to work for the

organisation.

There are very few studies which have verified riflationship between trust
and organisational behavioural variables such asiprcommitment, normative
commitment and continuance commitment. There issipdgy of examining

consequences of trust in Indian context.

1.1.11 Participation in Decision Making and Multiple Commitments

Employees will develop sense of belongingness thi¢éhorganisation when they are
allowed or given opportunity to participate in dgon making process. Such feeling

would improve their organisational effectivenessdapieving organisation goals on
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time. Participation is considered to improve lew#l commitment of employees
through which they can improve their productivilyhis would motivate them to

continue to work for benefit of their organisation.

Participation in decision making enables an emmoyeexpress his views on
issues concerning his or her job (Teas, WackerHughes, 1979). Employees who
participate in decisions may have relatively highewvels of organisational
commitment than employees who do not participateitision making (Long, 1978).
This process of participation might strengthen tdieation of employees with their

job and values of the organisation.

Research in similar fields yielded possibility of association between
participation in decision making and group commiin@gukenberger, et al., 2015).
In the organisation, employees having attachmetit thie organisation are bound to
share similar interests. Hence, it is essentiébtas on the impact of participation on
group commitment with their organisational behavéuoutcome for long term
performance and longevity of the group (Ellemerid&® and Heuvel, 1998a). When
employees have the ability to participate in decismaking, they perceive it as
organisational support that facilitates group cotment (Bishop, Burroughs and
Scott, 2000). Evaluating the impact of extent afisien making in one’s work group
on attachment with the organisation is very impdrfar the organisation’s long term
performance. A possible extension is to examine tk&tionship between
participation and other commitment variables, sashjob involvement, normative
commitment and continuance commitment in Indian texin like public sector

undertakings.

1.1.12 Participation in Decision Making and Organiational Learning

Organisations are considered to be sites for legrnOrganisational learning is a
natural and obvious process that takes place somiik runs smoothly. This takes
place through practices such as participation inisten making (Billett, 2006).

However, this has not yet been studied very pradburin this study, we emphasize

on participation in decision making. The approathusing participation in decision
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making as an important element of organisationatnieg at work has not been

utilised.

Billett (2001) has argued that participation of émypes in work related
activities help in organisational learning. Papation enables individuals to gain
knowledge and thus learn. Apart from gaining knalgke and skills, learning is the
ability of employees to decide over work related tteva (Vince, 2001).
Organisational learning (OL) theorists argue thatipipation among members is key
to OL. Organisations that actively seek participatof members in decision making
enhance organisational learning. Research studiess ghat this helps to build
capacity and leads to greater organisational eflEuoess (Argyris and Schon, 1996;
Shrivastava, 1983). Lopez, Peon and Ordas (20@g)eahat employee participation
fuels learning by individuals and this in turnsseite stage for OL (Dixon, 1994).

However, to the best of researchers’ knowledgs,ithportant association has

not been verified in Indian public sector undemajsi.

1.1.13 Organisational Learning and Multiple Commitrrents

Organisational learning refers to “an organisatilled at creating, acquiring, and
transferring knowledge, and at modifying its bebavito reflect new knowledge and
insights” (Garvin, 1993, p. 80). Previous studievé identified the role of OL in

enhancing an employee’s attitudes, i.e. commitnaet satisfaction (Joo, 2010; Jo
and Joo, 2011, Islam, Khan, Ahmad and Ahmed, 2MHd\ever, the literature on the
relationship between organisational learning angleyee attitudes is not enough to
make generalizations because these constructs magtly been investigated in
developed countries (Joo, 2010; Jo and Joo, 2011).

Theory of social exchange was introduced by Bla&64) which states that
there exists exchange relation between partiesnvame party receives something
valuable it tries to return to the giver with mooe equal value. Theory of
organisational support was introduced by Eisenberngantington, Hutchison, and
Sowa (1986) on the basis of “social exchange tHieammg this theory states that when

employees feel that their organisation is suppgrtirem (with organisational learning
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in this study), they show more positive attitudesd abehaviours towards the
organisation. Similarly, when employees perceiv&upportive and learning culture
they reciprocate in terms of their commitment amelytoffer higher-quality services
(Pantouvakis and Bouranta, 2013). Barney (1986)ncented that the importance of
learning is vital for organisations as it not owharifies the ways to accomplish an
organisations stated outcomes, but also operagebusiness activities. Therefore,
learning culture enhances an employee’s positidergtated outcomes. A number of
researchers in the past have identified that the ob organisational learning in
enhancing an employee’s positive job-related ougsmmi.e. organisational
commitment (Islam et al., 2014; Atak and Ertur@@]0).

According to Allen and Meyer (1996), organisatior@mmitment is an
employee’s feelings for his/her organisation. Mowd®&orter and Steers (1982)
further commented that an employee’s commitmenh whe organisation is his/her
mental connection with the organisation and isteeldo their behavioural investment.
Therefore, understanding an employee’s commitmemeliation to learning is more
important now than ever before, as it is recognied commitment is both thematic

and a constant measureable parameter (Mowday, é08R).

Employers employ people to perform tasks that badBtiency of their
organisation. It is quite natural on the part ofplwygees to expect learning in
organisations in return for their performance amddpctivity. Organisations that
support learning have employees with significankle of commitment (Bambacas,
2010). Highly committed group members maintain yniith their team members
when they face threat (Ellemers, van Rijswijk, Bsiand de Gilder, 1998b). There
has been very little or no research concerningrosgéion learning’s effect on group
commitment. Learning among employees helps buitdra@ment within work teams
in manufacturing firms in US (Kukenberger, et a015). Possible extension of the
existing knowledge base on group commitment isetafy the impact of organisation

learning on group commitment.
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1.2 Gap Areas

The review of literature revealed that there isacto explain the causal relationship
between organisational culture, trust, participation decision making, job

involvement, organisational commitment, and grouwmitment. Further, it is

required to understand that how the variables, rosgéional culture, trust and

participation in decision making, are related tdb jonvolvement, normative

commitment, continuance commitment and group comanit. Accordingly, the gap

areas identified are as follows:

* There have been few studies in the past (Lok amavford, 1999; Jha, 2011;
Benlingiray and Sonmez, 2013) that highlight thepamance of demographic
variables on different forms of organisational coinment. However, to the
best of researchers’ knowledge, past studies haveamsidered the impact of
demographic variables on different multiple comnath forms in a single
framework. In addition, there is hardly any stuayd in Indian context in this
regard. So this present study aims to look inte ¢faip.

* Organisational culture has three main dimensionsviBus research such as
one conducted by Chen (2004) verified the impadiwtaucratic, innovative
and supportive cultures on organisational commitmieardly there are any
studies which were conducted to understand théap&hip between different
types of culture on group commitment. This is imtaot because individuals
who are demographically distinct tend to cooperate groups when
collectivistic culture exists (Chatman and Spat&2005). Also, individuals
develop a sense of obligation to work for theirammgation which caters to
their interests and problems. Thus, the presentlystuill examine the

relationship between organisational culture on gro@mmitment.

* Organisational culture has been studied for itétglid foster organisational
learning in Spanish Companies (Sanz-Valle, Naraglencia, Jimenez-
Jimenez and Perez-Caballero, 2011). Similarly, Athif2013) had suggested
that the organisational culture and employee pp#ion in decision making
affects quality of work life. This is important tgenerate commitments

towards work, group and organisation. In anothadyst Bigliardi, Dormio,
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Galati and Schiuma (2012) had verified the effettddferent types of
organisational culture on job satisfaction in |leadiltalian organisations.
However, the impact of organisational culture omnmative commitment and

continuance commitment has not been studied infgdddian organisations.

Public sector undertakings have an unique manné&urationing, like,
norms, forms of communication and interaction whgkrforming tasks etc.
Such uniqueness demands to study them more cloBels, the impact of
culture on organisational learning in Indian contexeds to be explored.

It can be assumed that trust between employeemandgement would create
favourable working conditions, which in turn, hethe employees to learn as
it generates a supportive learning environment (d@d Li, 2011). It is
generally understood that, when there are favoerawbrking conditions,
employees would never mind to stay long and seh& drganisation.
Moreover, they would be ready to go an extra noléearn new things as the
situation demands. It was studied and proved innegs to consumer (B2C)

companies in US (Swift and Hwang, 2013).

The impact of trust is not just limited to organisa learning but it is
also related to commitment. Trust helps to incremsemitment of employees
who are members of a work group (Shore, Tetrickpdhy and Barksdale,
2006). India is still a developing country, moreoventering into the
globalized market place, where there exists tougmpetition. Under such
special situations, the Indian organisations hawge depend more on
organisational learning than developed countrieshsas US. Hence, the
impact of trust on organisational learning and graauyet to be analysed in an

Indian context on a single framework, which wasdate so far elsewhere.

Participation in decision making has been studiedemtly in developed
countries like Israel (Ornoy, 2010) and Canada @\pgum et al., 2013) for
organisational outcomes like job satisfaction arghoisational commitment.
High PDM among employees gives rise to a good tuaf work life

(Wigboldus, Looise and Nijrot, 2008). This, in turkeads to high group
commitment within a work group (Shore, Randel, Ghudean, Ehrhart and
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Singh, 2011). There is a need to study the imp&cP®M on multiple

commitments. This is because employees may exmibie than one form of
commitment simultaneously in the organisation (G003, 1993). Hence,
the present study will consider inquiring multipfemmitments in a single

framework.

Relationship between organisational learning amghmisational commitment
forms has been studied in Australian context (Baraba 2010).
Organisational learning has been examined forutesames only in one public
sector (power) unit of India (Jyothibabu, Faroogl &radhan, 2010). This
study needs to be examined across other PSUs iaf iHdwever, to the best
of researchers’ knowledge, there is no study whiws verified the
relationship between organisational learning lewaatsl commitment forms

such as group commitment and job involvement.

It was claimed that organisational culture is napgortive for a positive
learning environment in public sector organisatiohsdndia (Pillania, 2006).
However, this finding is contradictory with recemgsearch findings. Gupta
and Pannu (2013) argue that organisational cultafepublic sector
organisations is found to be supportive due to fpphsatisfaction levels. This
is because employees have trust, openness, cdoper&amwork and
proactivity among themselves (Jain, 2013). Thistraaliction can be cleared

by inquiring the organisational culture of the argations.

1.3 Research Objectives

On the basis of the gaps found in the literatuwéere, the following objectives have

been formulated:

1.3.1 Primary Objectives

1.

To study the impact of age, marital status, edanaéind tenure on multiple
commitments.
To verify the relationship between organisationaltuwe and organisational

learning, organisational culture and organisationatcome variables like
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group commitment, job involvement, normative conmaht and continuance
commitment.

3. To examine the effect of trust on organisationalnéng, group commitment,
job involvement, normative commitment and contimmeanommitment.

4. To explore the impact of participation in decisioraking on organisational
learning and commitment variables such as group nutment, job
involvement, normative commitment and continuarm@amitment.

5. To verify the relationship between organisationalrhing and multiple
commitments like group commitment, job involvementjormative

commitment and continuance commitment.
1.3.2 Secondary Objectives

1. To examine the interrelationship among multiple oatments.
2. To assess the mediating effect of organisationadrnlag between

organisational culture and commitment forms.

1.4 Theoretical Background and Hypotheses Developme

Expectations can differ from one employee to anotker example, an employee
may want to work in varied areas pertaining to ihterests and enhance his skills.
Some other employee who has the responsibilitynohediate family members as
well as distant family members would anticipateehitk payments. In addition, female
employees may want some flexibility to certain extan their work schedule and
amounts of work. Also, education level of employeemy help determine
commitment level of employees to some extent. Kammgple, an employee who is
highly committed with a long tenure may opt forol which is more intellectual and
demanding in contrast to an employee who is leasadd. These situations generate
a need to study the importance of demographic facio determining the

organisational commitment of employees.
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1.4.1 Age and Organisational Commitment

It is a natural tendency for an older aged indigido develop commitment more than
their younger counterparts. Studies have foundttieae is positive relation between
age and forms of commitment (Lawler, 1992; Simpst®85). A recent study in
western context has put forth that age has posiationship with continuance
commitment and job involvement (Innocenti, Pelusd &ilati, 2012). In addition,
research suggests that age shares positive raafpowith other commitment forms
like normative commitment and group commitment (@ad and Desmette, 2008).
However, certain studies have suggested that tiereveak relation between
organisational commitment and age (Jena, 2015;amkCrawford, 1999). However,
responsibilities and financial concerns will ingeawith age. Hence, affinity and
loyalty towards the organisation will increase wahpe. There is hardly any study to
highlight the impact of age on organisational cotnment in public sector

undertakings of India. So, the following hypothesese formulated.

Hiapca; Age will be positively related to continuance coitment, normative

commitment, group commitment and job involvement.

1.4.2 Marital Status and Organisational Commitment

Among demographic factors that can affect orgammsat commitment, marital status
is one such factor. It can affect affective attaehtmand identification with the
organisation and work groups (Metz, 2005). Reseasdggests that married
employees performed better than their unmarriechtesparts and exhibited good
levels of continuance commitment, normative comraittmand job involvement
(Jena, 2015; Selmer and Lauring, 2011). Hrebiniad Alutto (1972) pointed that
married employees are committed more to their asgdion in contrast to unmarried
employees. Married people need more stability andntial security to be able to
support their families. The effect of marital s&ton job involvement, group
commitment as well as other forms of commitmentdse® be investigated across

public sector undertakings. Hence the followingdtiyeses were proposed:
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Ha@bedj Marital status will be positively related to contance commitment,

normative commitment, group commitment and job lnement.

1.4.3 Education and Organisational Commitment

Education has the ability to influence the leveljad that an employee performs
(Belingiray and Sonmez, 2013). Many studies hauadosignificant relation between
education and commitment forms (DeCottis and Sumrh887; Mowday et al.,

1982). Peterson and Xing (2007) suggested that et with high levels of

education tend to develop good normative commitmand job involvement.

However, Lok and Crawford (1999) have found thare¢his no relation between
education and organisational commitment. Therenigrabiguity in the relationship
between education and commitment forms which néedse cleared. Nonetheless,
education makes an individual sensible and ratio8al it is argued that level of
education is likely to have significant impact oanmamitment forms. Hence the

following hypotheses were formulated:

Hs@pcay Education will be positively related to continearcommitment, normative

commitment, group commitment and job involvement.

1.4.4 Tenure and Organisational Commitment

Researchers have suggested that tenure in angyartdesignation (Gregersen and
Black, 1992; Mottaz, 1988) can influence organs@l commitment. Also,
organisational tenure has influenced organisaticoaimitment in the past (Mathieu
and Zajac, 1990). However, Steers (1977) and I¥b] have presented that tenure
does not impact organisational commitment. Thisicat@s an ambiguity in the
relationship between tenure and organisational commemt. In India, employees
receive good training in public sector undertakiiythibabu, Farooq and Pradhan,
2010). So they are bound to perform better as deselop good skill sets. As tenure
of an employee increases, his attachment may iser&ais means a relatively more

experienced employee’s commitment is likely to bighér compared to his
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counterparts (Kwon and Banks, 2004). This led tonfdation of the following
hypotheses:

Ha@pca Tenure will be positively related to continuarm@mmitment, normative

commitment, group commitment and job involvement.

Organisational culture forms an inevitable partvotkplace. Participation in decision
making is necessary for supportive human resouraeagement practice. Group
commitment and other forms of commitment are imgoatrconstructs for organisation

behaviour.

1.4.5 Organisational Culture, Multiple Commitments and Organisational
Learning

There is rise in independence of employees in tesgmt work environment. They get
job offers from different organisations with betfgy. This has led to wide range of
options. So adjustments need to be done to retaplogees (Hall and Moss, 1998).
A good organisational culture needs to be presenbuild commitment in the
employees towards the organisation (Levinson, 1994)

Culture is responsible for organisational succéisbolds the values of the
organisation. It influences outcomes of individusileh as commitment. Employees
who experienced the desired cultural dimensione@ng being committed to the
organisation (Boon, Arumugam, Safa and Bakar, 20@7/M)elps to retain valuable
employees who help in growth of the organisatiogogte often prefer to work in
groups. One of the factors which can influencertiationship among employees is
its organisational culture. Group commitment empesson the “collective” nature
of work. It develops when there is good relatiopsiinong employees (Randall and
Cote, 1991). Hence, the following hypotheses weopgsed:

Hs): Supportive culture will be positively relatedgooup commitment.
Hs): Bureaucratic culture will be positively related group commitment.

Hs(c): Innovative culture will be positively related gooup commitment.
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An employee would prefer to work in a culture thstwilling to provide
support for all his problems. This would encourdige employee to work with all his
desire and bring out the best in oneself by effeciess in results. Social support is
expected by employees from their colleagues. Aneblved person would be the one
who is personally greatly affected by one’s enjuie related matters. Identification

with the job will follow with support from membefiom the same organisation.

It is often necessary to get feedback after conmgetssigned work. Feedback
from members will be useful in detecting the flasfsan individual and working on
them to improve results. Ability to rely on eaclmet can help increase identification
of individual with his or her job (Shore, Tetridkynch, and Barksdale, 2006). Formal
procedures along with support would help ensureiglise in work schedule.
Silverthorne (2004) pointed out that hierarchicabrkv division can influence
involvement to certain extent. It was also conctudleat innovation can have an
impact on job involvement since employees wistetorn to improve their skills. Thus

the following hypotheses were proposed:

Hs@): Supportive culture will be positively relatedjad involvement.
Hsey Bureaucratic culture will be positively related job involvement.
Hs: Innovative culture will be positively relatedjb involvement.

Normative commitment is defined as an employee’samobligations to
remain with an organisation (Allen and Meyer, 1990)is based on the extent to
which organisational culture is compatible with atieof an employee (Meyer and
Allen, 1997). Desire to stay with an organisatiorses when an individual gets a
work environment that allows him to work in teartegrn and innovate. This implies
relationship between innovative culture and normeatiommitment has to be verified.
This It helps him to share ideas as well as probldmng term stability is one more
factor that is found in supportive cultures. Thanchave significant relation with
normative commitment (Chan, Snape and Redman, 2@149 individuals will be
obligated to stay with cultures that are hierarahior bureaucratic (Meyer et al.,
2012). Research suggests that there is no compbetsensus on implications of a

particular kind of culture on commitment. So hypstes are developed based on
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research findings so as to test them in publicosemtganisations where employees

are generally found to be associated with the sangenisation for over a decade.
Hs(): Supportive culture will be positively relatedrtormative commitment.
Hsmy:Bureaucratic culture will be positively related bmrmative commitment.
Hsgi): Innovative culture will be positively related normative commitment.

In an event of leaving the existing organisatiord anoving to another
organisation, employees would not want to comprenais the costs and facilities.
Stability, support, innovation and equal participatare psychological benefits that
one looks for, in the work environment. Researctkdithese supportive cultural
values to long term commitment (Hackman and Oldha@80). Considerably less
research has investigated continuance commitmehtalture, but Clugston, Howell
and Dorfman (2000) had found that employees whoyeegual distribution of power
have significant continuance commitment. Based lia theoretical support, the

following hypotheses are framed:

Hsg): Supportive culture will be positively relateddontinuance commitment.
Hs(): Bureaucratic culture will be positively related tontinuance commitment.
Hsg): Innovative culture will be positively related ¢continuance commitment.

Organisational culture may affect the behavioureofployees to a certain
extent (Yiing and Ahmad, 2009). Hence, culture nfaaganisation must value the
way employees are given freedom. It plays a keg nolorganisational learning by
predicting its amount of relevance posed (Sanzevall al., 2011). Silverthorne
(2004) suggested that involvement in organisatithraga have bureaucratic culture
resulted in the lowest levels organisational commaitt compared to supportive and
innovative cultures. However, he concluded thattake dimensions had influenced
organisational learning. Also, focus on innovatisfkknown to have significant effect
on organisational learning (Sanz-Valle et al., 20Ifhis led to proposal of the

following hypothesis:
Hsmy Supportive culture will be positively relateddmanisational learning.

Hsmy: Bureaucratic culture will be positively related érganisational learning.
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Hs(o): Innovative culture will be positively related doganisational learning.

1.4.6 Trust and Multiple Commitments

Trust is a basic component of workplace. Withoutsty people cannot benefit
mutually. People have to rely on others while atowy work. This is necessary so
that people feel valued at work. Trust has a vemnyerde existing literature.

Trustworthy relationship is what an employee expéam the allied members while
working with them together for a task. One wouldviognerable to the advice and
action of others. The work outcome depends on ¢mebined effort of all members
instead of only a single member. Thus each onesnele careful in implementing
their effort. So all members together need to nowreach others efforts. This, in turn,
can develop commitment towards the work group, golol organisation. Existing

studies show that commitment has been widely rekedrin relation to trust (Wayne,
Shore, Bommer and Tetrick, 2002; Allen, Shore aniffé@h, 2003; Appelbaum et al.,

2013).

Research considers trust between employer and ge®las a necessary
factor to build commitment towards a common goabd&s, 1995). Trust between
members of a work group facilitates identificatiith the work group. It also helps
to increase commitment of employees who are mendfexsvork group (Shore et al.,
2011). They work together and put in more efforthwcooperation. It has been
suggested that knowledge (cognitive trust) and andaffective trust) among
members of a work group helps in the success ofwbek group. It facilitates
commitment towards the work group as this incredbesgroup performance and
productivity (Cho and Poister, 2013). This led tevelopment of the following
hypotheses:

He(): Affective trust will be positively related to gn@ commitment.
Hew): Cognitive trust will be positively related to gne commitment.

Studies have identified trust as the most significeariable in fostering work-
related behaviours (Konovsky and Pugh, 1994; Krarh@99). Organisations which
are perceived as trustworthy by their employeesnaesg effectiveness in job

performed by them (Cho and Poister, 2013). Thegal®mes tend to stay longer in
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their organisations. Trust helps them to rely orirtltolleagues in the event of
difficulties of performing any job. Cognitive trustéduces the risk of receiving any
negative outcome. Affective trust reduces any uretqml negative behaviour of
colleagues. It can be logically deduced that thestveen employer and employee can
determine the extent to which the employee idesstifivith his or her job. Thus, the

following hypotheses were developed to examinestme.
He (). Affective trust will be positively related to jabvolvement.
He@): Cognitive trust will be positively related to jatvolvement.

Supportive behaviour in management can help setaugrustworthy
relationship that can measure organisational comerit (Perryer and Jordan, 2005).
This study was carried out in public sector conteithout considering normative and
continuance components. However, it did not measust explicitly since it focused
on leader behaviour. Research shows that trustupersisor correlates with
organisational commitment (Mulki, Jaramillo and bader, 2006). In these studies,
affective and cognitive components of trust were tested for their impact on
commitment. Also, continuance and normative comptsef commitment have an
increased importance as suggested by existinguitey (Kell and Motowildo, 2012).
Thus, it seems worthwhile to examine the impacaftdctive and cognitive trust on

normative and continuance commitments. The follgwigpotheses are framed:
Heey Affective trust will be positively related to maative commitment.

Hem: Cognitive trust will be positively related to moative commitment.

He(g): Affective trust will be positively related to ¢domuance commitment.

Hem): Cognitive trust will be positively related to dotuance commitment.

1.4.7 Trust and Organisational Learning

People should offer to help each other in the ewénlifficulties, more importantly,
when learning occurs. Trust increases confidencengmmembers in carrying out
work. Few studies suggest that learning can ieitiat an organisation only when
people trust each other (Levin and Cross, 2004;zR&®08). Trust has different
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facets like affective and cognitive, which have essary impact on learning between
individuals (Chowdhury, 2005). It was concluded ttheoth facets of trust are
important to create an organisational learning remvnent (Swift and Hwang, 2013).
Hence, the following hypotheses were devised:

Heg): Affective trust will be positively related éoganisational learning

He(): Cognitive trust will be positively related twganisational learning

1.4.8 Participation in Decision Making and Multiple Commitments

Employees who actively participate in decision mgkcan be motivated to deliver
better performances at workplace. Strategic impogaof commitment is not new
(Wazir, 1985). Participation in decision makingaghe extent to which an individual
has his or her influence in taking decisions (Knod995). One feels very happy

when his opinion is considered while making decisio

Correlation between participation in decision makiand commitment is
indicated by research (Louis and Smith, 1992). Tekaviour, in turn, is due to
employees’ level of inspiration at workplace. Whan employee participates in
decision making with members of his or her workugroit helps in identifying
himself more with the work group. Those who actyvgéarticipate in decisions show
relatively high levels of commitment (Giri and Kuma2013). Participation in
decision making facilitates group performance (Cheimkman, Kanfer, Allen and
Rosen, 2007). Participation in decision making magsitively impact group
commitment (Kukenberger, et al., 2015). Group commment is likely to be strong
when individuals work together and sharing equatigpation in all work related
matters. Thus, the following hypothesis was prodose

H;@: Participation in decision making will be positlye related to group

commitment.

The process of influence by participation may helstrengthen employees’
identification of employees with the job and orgational goals (Moye and Henkin,

2006). Research shows that employees who participatiecisions have relatively
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higher levels of job involvement (Boon, Arumuganafé& and Bakar, 2007). Few
senior employees enjoy a higher level of decisi@king as compared to the other

members. Hence this supports the development loffwig hypothesis:
Hzw): Participation in decision making will be positlygelated to job involvement.

Normative commitment is the belief that employemki that he ought to
work for the organisation. It may be based on aligation that arises out of social
pressure. Moreover, societal or cultural assomatd the employee also has a
significant impact on normative commitment. Theligbito participate in decision
making may influence an employee’s perception tdrpersonal relationship with his
supervisor. This perception, in turn, can enhaheeobligation (Garcia-Cabrera and
Garcia-Soto, 2012).The level of participation macame a deciding factor for an
individual to prefer working for an organisation arder to enhance his or her

professional skills. Hence, the following hypotlsasias formulated:

H,: Participation in decision making will be positlyerelated to normative

commitment.

Continuance commitment increases over time as peag@dumulate side bets
or personal investments like seniority rights attdaative benefits that would fall at
risk on leaving a job (Mathieu and Zajac, 1990)ttiB@ation in decision making
often involves managers taking opinion from empésybefore taking final decisions
(Giri and Kumar, 2013). In this way, delegationtt@ansfer of decision-making power
comes to employees. Committed employees are expséutprefer to stay with the
work and organisation for attainment of organisaicas well as personal goals. This

can be examined by framing the following hypothesis

H,q: Participation in decision making will be positlyerelated to continuance

commitment.
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1.4.9 Participation in Decision Making and Organistional Learning

Participation in decision making creates arenas fe@litate ties among individuals
with different goals and experiential backgroun@bdttopadhyay, Glick, Miller and
Huber, 1999). Increase in participation in decisimoaking leads to an increased
sharing of existing knowledge among employees eglevo the functioning of the
organisation (Huber, 1991). Organisations that stdpparticipation in decision
making can aide learning (Kuo, 2011; Ford, 200@¥xtiBipation brings individuals
together on a common platform where they feel foeshare information and learn

together. This led to the proposal of the followmgpothesis.

Hzey Participation in decision making will be positlyerelated to organisational

learning.

1.4.10 Organisational Learning and Multiple Commitrrents

Learning occurs with shared understanding and goymamics of the members in a
work group (Senge, 1990). Sharing experiences othlers may be able to facilitate
group commitment. Doing work collectively may brirdgntification of individuals

with their work group. Also commitment is havingeidification and involvement

with the job. Existing literature shows group cortiment and organisational learning
positively correlate with each other (Limpibuntemgd Johri, 2009). Learning within
a work group may benefit involvement with the jadagroup (Johnson and Yang,
2010). Individuals wish to improve and refine thakills with job experience. Anyone
who would be aware of work issues would want to eap with solutions from one’s
own understanding of the job. Job involvement arigs the individual gains
knowledge while working in the organisation. Sodapport and sharing of relevant
information for job is supposed to enhance job imement (Silverthorne, 2004). This

led to the formulation of the following hypotheses:
Hs@): Organisational learning will be positively relat¢o group commitment.

Hsw): Organisational learning will be positively relat¢o job involvement.
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Anything that increases the quality of one’s workperiences, especially
one’s sense of autonomy and personal competence, imerease affective
organisational commitment (Meyer and Allen, 1991&vel of commitment had
improved when organisations provided continuousnieg to managers (Bambacas,
2010). So it can be deduced that learning providgdrganisations can improve
levels of commitment in employees. Support, moibrgttraining and their perceived
benefits determine the level of obligation (normatcommitment) and attitudes to
continue working with the same organisation (camimce commitment). Thus the

following hypotheses were proposed:
Hs(: Organisational learning will be positively relatgo continuance commitment.

Hs@): Organisational learning will be positively relatdo normative commitment.

1.4.11 Interrelationship among Multiple Commitments

Evaluating the impact of extent of decision makimy one’s work group on
attachment with the organisation is very importinntthe organisation’s long term
performance. Blau and Boal (1989) had suggestedthainvolvement is a very
stable attitude. Chen and Chiu (2009) argued timpi@yees with a high degree of job
involvement perform effectively in jobs and displasjommitments with the
organisation. Work group of an individual is imgont for his orientation towards
work (Lodhal and Kejner, 1965). Interrelationshspsuggested to be present between
group commitment and job involvement (Randall armdeC1991). This is supported
in Canadian and Israeli cultures (Cohen, 2003) ianthdian educational settings
(Kumar and Giri, 2013). Hence, more research inamaontext is warranted so that
PSUs can also benefit. Employees who are involvedheir job tend to display
positive work experiences and organisational behasi There are very few studies

to establish the impact of job involvement on grcopmmitment.

Job involvement has been identified as affectingoasiderable number of
employee outcomes (Kanungo, 1982). Job involvenwulefined as the degree of
importance of one’s job to one’s self-image (Lawdad Hall, 1970; Kanungo, 1982).

Job involvement, group commitment and organisaticmmmmitment all refer to
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positive work attachment. These three different mamment forms are used in this
study. Commitment forms are expected to differhia way they relate to the work
outcomes (Mueller, Wallace and Price, 1992). Morr(d®93) argued that each
commitment is independent or antecedent or conseguef another. This is a major
unanswered question which has to be verified. Nbetgss, a few studies have

investigated the relationship among the commitriembs.

Meyer, Stanley, Herscovitch and Topolnytsky (2002)d done a meta-
analysis and suggested that there is a correlagbmeen normative commitment and
continuance commitment. Research suggests theee rislationship between job
involvement and normative commitment as well asijolmlvement and continuance
commitment (Meyer, Stanley al, 2012; Kuruuzum, €etnd Irmak, 2009). Since
continuance commitment is related to the monetanefbits as well as facilities that
one experiences, it is likely to expect that grocggmmitment may determine
continuance commitment upto a certain extent. lteig/ natural for an employee to
expect support and benefits from his or her orgaios. If an employee receives
attractive side-bets, it is quite unlikely for homher to leave. Rather, he will develop
obligation to work for the organisation. To examitteese relationships, causal
pathways that exist between job-related and orgtiorgal variables are mostly
unconfirmed (Swailes, 2002). Hence, interrelatigmsimong multiple commitments
was examined by proposing the following hypotheses:

Ho(a): Job involvement will be positively relatedgiaup commitment.

Ho(b): Job involvement will be positively relatednmrmative commitment.
Ho(c): Job involvement will be positively relatedcmntinuance commitment.
Ho(d): Group commitment will be positively relatedctintinuance commitment.

Ho(e): Normative commitment will be positively rethte continuance commitment.

1.4.12 Organisational Learning as a Mediator

According to Baron and Kenny (1986), a variable eah as a mediator when the

following terms are met: (a) significant levelswvafriation in the presumed mediator is
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caused by varying levels of the independent vagiaftl) significant variations in the
dependent variable caused by the presumed mediatbic) a previous significant
relation between a dependent variable and indepéndariable becomes less
significant due to the presence of presumed mediato

Trust is a social component in organisations thaguees teamwork. Trust
among employees is essential to build team commitr{f&hore et al., 2006) and it
also facilitates organisational learning (Swift addiang, 2013). A positive learning
environment is, in turn, known to develop team cotmrant (Kukenberger et al.,
2015).

Organisations emphasize on gaining knowledge wintrforming their
business. Raj and Srivastava (2013) argue thahma@gonal learning has a mediating
impact in the relationship between supportive, rative organisational culture and
HRM practices that are responsible for generatinghimoitment forms (Gellatly,
Hunter, Currie and Irving, 2009). This is due te ttact that learning boosts the
confidence level of employees and they feel a sersfse&ommitment to their
organisations (Bigliardi et al., 2012). Thus it dam logically deduced from existing
literature that OL can act as mediator betweenrosgéional culture and commitment
that generates identification with job and orgatisa The mediating nature of
organisational learning levels on the relationdbgween organisational culture and
commitment forms has not been examined. Thus tHewimg hypotheses were

developed:

Hio@y Organisational learning will mediate the relatisihip between supportive

culture and group commitment.

Hiopy Organisational learning will mediate the relatisimp between supportive

culture and job involvement.

Hioey Organisational learning will mediate the relatisiip between innovative

culture and group commitment.

Hio@y Organisational learning will mediate the relatisinip between innovative

culture and job involvement.
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Figure 1.1: Conceptual Model

Note: + denotes positive impact. SC — Supportiviiu@e, IC — Innovative Culture,

BC — Bureaucratic Culture, PDM — Participation iedsion Making, AT —
Affective Trust, CT — Cognitive Trust, OL — Orgaai®nal Learning, GC —

Group Commitment, JI — Job Involvement, CC — Cardinlce Commitment,

NC — Normative Commitment.

38




+
9(a)

Jﬁ How *
./

H9(C) *

(e )
—
¢ ne )
N
<

Figure 1.2: Conceptual Model Showing Interrelattdpsamong Multiple

Commitments

Note: + denotes positive impact. GC — Group CommaittnJI — Job Involvement, CC
— Continuance Commitment, NC — Normative Commitment



CHAPTER 2
METHOD



CHAPTER 2
METHOD
2.1 Research Design

Any research can have three options for methodolggwlitative, quantitative or
mixed. Quantitative approach is opted due to thireportant reasons. Firstly,
guantitative research instruments selected fordtudy are validated and questions in
the instruments suited well for target sample ididn Secondly, organisational
learning, participation in decision making, trushdacommitment scales have
established validity and reliability. Hence, it jisstified to use them for present
research. Finally, target respondents belong teaos that is highly valued for
efficiency and productivity. Hence, survey respa@aeuld help maintain objectivity

in results.

Studies on quantitative research suggest thantfaiehypotheses are free
from researchers’ own values and bias (Robson, )19R8sults from qualitative
approaches are believed to contain less influehceilgective preferences (Robson,
1993). This is because statistical calculations regeessary to analyze quantitative
data which do not involve personal preferences i€gn2007). Hence results are

evaluated with more objectivity as researcher remdetached.

The challenge in this study was to use researdnuments that should be
easily understood by participants. The instrumevese also supposed to be robust
enough to collect comprehensive data needed forlysigaby maintaining
participation interest. They also had to be shadugh to maintain interest and yet
extract all possible information for comprehensmeasurement. The intended result
of this quantitative data analysis was to docunthat entire study procedure in a
proper manner to ensure its repeatability in pdsdilture applications at any public

sector undertaking.

Data were gathered and analyzed from many resptsdesing the survey
instruments mentioned in the following section. Ballenge to collect appropriate
responses was to use comprehensive research iestisinthat could be easily

understood by respondents. A seven step reseaodesy was used to design the
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methodology. Step 1 consists of formulating hypséiseand selecting instruments to
gather data. Step 2 consists of a pilot study viilrespondents. Step 3 is sampling.
This includes the method or approach involved entdying target respondents. Step
4 involves administering the instruments to thepoeslients in the identified

organisations. Step 5 is analysis of collected.datep 6 involves conclusions from

data gathered. Step 7 includes recommendatiorfatime studies.

2.2 Sampling

There are 97 public sector undertakings (PSUs)sacatl regions in India. This was
divided into four geographic strata: east, westfmand south. Next, organisations
from each strata were assigned numbers separRietyuest letters were sent to three
organisations in each strata. However, six org#oiss from all four strata responded
to the requests. Reasons for denying permissiorcdtecting responses included
privacy concerns in HR policies laid down by thgamisations. In addition, these six
organisations agreed to the request of collectiag drom their employees on the
condition of not revealing the organisations’ namegnce, their names are not

revealed in this study.

The survey technique for collecting demographic adatonsisted of a
guestionnaire including the following items: gendage, level of education, years
with the organisation, position level and type aisgpion (administrative support).
Respondents were selected from the target popnla® a convenience sample.
Convenience sampling is a well established sampimeghod that is employed in
social science research (Raj and Srivastava, 2BilBr, 2014; Chen and Chiu,
2009). Care was taken to include respondents flensitx organisations that covered
all parts across India. These responses were tadldoom employees belonging to
managerial cadre working in Indian public sectodenmakings. These organisations
belonged to bauxite, petroleum and heavy indusioeated in the states covered
were Orissa, Madhya Pradesh, Delhi, West Bengakaws Maharashtra and
Karnataka. Responses were obtained through a quoeatre with multiple choice
guestions from which the participants selectedalternative that better represented

their opinion. A Likert rating scale was used, whiaccording to Hernandez,
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Fernandez and Baptista (2010), is one of the mumstilpr scales to measure variables
that constitute attitudes. The statements includerk intended to be able to test the

hypotheses proposed by the investigator to andweeresearch questions.

An acceptable sample size is 10:1 for the numbebservations per
variable (Hair, Black, Babin and Anderson, 2006;jnK| 2015). A sample size
calculator calculated 664 or more samples for didence level of 99%, confidence
interval of 5%. This research has 712 samples wisiggood enough considering ten
variables in this study. Pilot test was performé&e@rafinalising survey instrument.
Responses of 40 employees were considered. They nequested to respond to all
the questions of the survey and comment on probthmgsfind. After reviewing their
gueries, certain questions were found to be unclHawse questions were rewritten
with care to suit to the best understanding ofrdepondents. These questions were

then incorporated into the questionnaire and adit@red to the respondents.

2.3 Measures

Wallach’s (1983) organisational culture index (O@igorporates a list of 24 items
measuring bureaucratic, innovative and supportidaures. A five-point likert scale

was used to measure the items ranging from “desniby organisation most of the
time” to “does not describe my organisation”. A gdenitem is “Mutual trust and

loyalty is the glue that holds my organisation thge’.

Van Veldhoven and Meijman (1994) developed a sctle measure
participation in decision making. It has 8 itematthre measured using a five-point
likert scale ranging from “always” to “never”. A msgle item is “Can you discuss

work problems with your superior?”.

McAllister’'s (1995) scale for trust is used. It Hagems that measure affective
trust (AT) and 6 items that measure cognitive t(@st). The items were measured on
a 5-point likert scale ranging from “strongly agrée “strongly disagree”. A sample
item includes “I have a sharing relationship witly oolleagues. We freely share our

ideas, feelings and hopes.”
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The scale developed by Bontis, Crossan and Hull@&@D2) measures
organisational learning (OL) having 10 items. A#ms were measured on a five-
point likert scale ranging from “strongly agree™&irongly disagree”. A sample item

is “My organisational structure allows us to woffteetively”.

Ellemers, de Gilder and Heuvel's (1998a) scalesisdufor measuring group
commitment (GC). It consists of 7 items. All item&re measured on a five-point
likert scale ranging from “strongly agree” to “stgly disagree”. A sample item is “I
am prepared to do additional work when this besefiy work team”.

Meyer and Allen’s (1991) scale is used to measunenative commitment
(NC) and continuance commitment (CC). This scale 8aitems each measured
against a five-point likert scale ranging from tstgly agree” to “strongly disagree”.
A sample item is “l would be very happy to spend thst of my career with this

organisation”.

Kanungo’s (1982) scale is used for measuring ofifeolvement (JI). It has
10 items. All items are measured on a five-poikeri scale ranging from “strongly
agree” to “strongly disagree”. A sample item isath very much involved personally

in my job”.

2.4 Test Administration

Survey instruments designed for this study weré&idiged among the employees of
different public sector undertakings after obtagnipermission from the head of
Human Resource Development Departments of eacmiseden. The subjects were
instructed to refer to their current organisatiod &ll out the instrument that asked a
range of questions about their organisational cajttrust, their extent of decision
making and commitment towards job, work group arghoisation. All the questions

in the survey were in English language.

Appendix A contains the final questionnaire, whigh divided into three
sections. The survey instrument consisted of deapdge information like gender,
age, marital status, highest qualification etc. Tb&t part of the survey was divided

into three sections — A, B and C. Section A wasdeid into three sub parts. Section
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A(l) consisted of items measuring organisationdtuca. Section A(ll) consisted of
items measuring participation in decision makingct®n A(lll) consisted of items
measuring two dimensions of trust — affective trast cognitive trust. Section B
consisted of items measuring organisational legin8ection C consisted of items
measuring the dimensions of organisational commmitme continuance, normative
commitment. It also consisted of items measuringugr commitment and job

involvement.

The sample consists of employees from differempadenents, namely, HRD
and Training, Finance, Electrical, Instrumentati@ivil, Environment, Tender and
Contract, Sales, Production, Chemical, Lab, Rebkeamd Development, Safety,
Materials, Systems, TQM, Operations, Power Plantil ®aintenance, Mechanical,
Chemical and a few other technical departmentgidqztion of employees in this
study was voluntary. Respondents were asked ndisthose their identities so that
the identities are anonymous. They were requestedspond to all the questions. It
took a maximum of forty-five minutes to completefspond to the survey. The filled
guestionnaires were collected over duration of figays from each of the

organisations.

2.5 Sample Characteristics

The population for this study comprised exclusivelly all management cadre
employees. E1-E3 cadre is classified as entry-lmaiagement, E4-E5 is categorised
as middle level management and E6-E8 cadre is aderesl as senior level
management. Non-management cadre has a differentf skesignation which does

not lie in our target population.

Responses were collected from employees based roremience. There are
evidences that suggest usage of convenience sanspletiable for such studies
(Devece, Marques and Alguacil, 2016; Limpibunteamgl Johri, 2009; Miller 2014).
The sample for this study included executives dfent departments, namely,
electrical, mechanical, instrumentation, finance. &articipation in the study was

voluntary and identities of participants were kaponymous. Out of the 1100 survey
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guestionnaires distributed, 920 (i.e., 84 percguBstionnaires were received back.
After rejecting the incomplete questionnaires, {il@., 65 percent) questionnaires
were retained for the study. The average yearsook wxperience across all levels of
management was 14.14 years. Table 2.1 presengsitipg@e characteristics.

Table 2.1: Sample Characteristics

Items Percentage
Gender Male 95.6
Female 4.4
Age Group 21-30 years 194
31-40 years 39.3
41-50 years 27.9
51-60 years 13.3
Marital Status Single 15
Married 85
Qualification B.E./B.Tech 61.3
M.E./M.Tech 36.2
Ph.D. 2.5
Level of Management Entry 44
Middle 44
Senior 12.1
Maximum Tenure
With present employer 33 years
Total work life of 37 years

employee
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2.6 Statistical Tools and Techniques for Data Anabis

Statistical Package for Social Sciences (SPSS)Aaradysis of Moments Structure
(AMOS) were used to analyze the data. The statishoalyses such as obtaining
descriptive statistics, developing the correlatioatrix, and calculating Cronbach’s
alphas of the various measures used in this sty analyzed using SPSS. Analysis
and model fit tests were carried out on the stmattonodel based on the hypotheses
that emerged out of literature review. Various Quess-of-Fit indices as provided by
AMOS were utilized for this study (Arbuckle and Wke, 1999). The competing
models were tested. Based on the results, conokisisere made regarding

acceptance.
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CHAPTER 3
RESULTS
3.1 Introduction

Characteristics about the measuring instrumentpulption, sample characteristics
and procedure used to collect data have been mexwtio the previous chapter. This
chapter describes about descriptive statisticsialiéity estimation, correlation

analysis, confirmatory factor analysis and hypatsesesting through structural
equation modeling.

3.2 Results of Hypotheses Ho H,
3.2.1 Testing Hypotheses ) to Hi)

One-way analysis of variance (ANOVA) and t-test evperformed to determine the
impact of demographic factors on multiple commitisefror testing hypotheses
to Hig, a one-way ANOVA was performed to determine if aggn influence
commitment forms. Subjects were divided into fouloups as suggested by
Jyothibabu et al. (2010) (group 1: 21-30 yearsuprd: 31-40 years; group 3: 41-50
years; group 4: 51-60 years).

Statistically significant differences were foundpat05 level in continuance
commitment and job involvement scores for the ttage groups. The assumption of
homogeneity of variances was tested and found tenasing Levene’s test, (F(3,708)
= 3.67,p=.01 after testing hypothesis;i and F(3,708) = 7.35=.00 after testing
hypothesis Hq4). Post-hoc comparisons using the Tukey test inelicehat the mean
score of continuance commitment for group 1 (Mear8.Z3, S.D. = .67) was
significantly different from group 3 (Mean = 3.83,D. = .73). Therefore, hypothesis
Hi@ was accepted. Post-hoc comparisons using the tekéyndicated that the mean
score of job involvement for group 1 (Mean = 3.&3D. = .62) was significantly
different from group 2 (Mean = 3.67, S.D. = .58 aroup 3 (Mean = 3.62, SD =
.54) was significantly different from group 4 (Mean3.39, SD = .65). Also, mean

scores of job involvement for group 4 (Mean = 3.89). = .65) was significantly
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different from that of group 2 (Mean = 3.67, S.D.58) and group 3 (Mean = 3.62,
S.D. = .54). Hence, hypothesigjwas accepted.

However, there was no statistically significantfeliénce atp<.05 level in
normative commitment and group commitment scorealfdhe age groups: F(3,708)
= 2.22,p=.08 for hypothesis k) and F(3,708) = 7.3%=.43 for hypothesis k). So
hypotheses I, and H ) were refuted.

3.2.2 Testing Hypotheses k) to Ha(q)

An independent samples t-test was done to evathatémpact of marital status on
multiple commitments. There was no significant eliénce in scores of all
commitment forms for both married and single emp&sy Thus hypotheses &
Haw), Ho) and Hq) were refuted.

3.2.3 Testing Hypotheses & to Hz(q)

A one-way ANOVA was performed to determine if eduma can influence
commitment forms. There was statistically significalifference afp<.05 level in
affective, continuance and normative commitmentses:for diploma, graduate, post
graduate and Ph.D. The assumption of homogeneitgiridinces was tested and found
tenable using Levene’s test, F(3,707) = 4,88,005 for continuance commitment,
F(3,707) = 10.56p=.00 for normative commitment. The mean score a@itinooance
commitment for graduates (Mean = 3.69, S.D. = v8&3 significantly different from
that of post graduates (Mean = 3.86, S.D. = .64addition, mean score of normative
commitment for graduates (Mean = 3.44, S.D. = v@d3 significantly different from
post graduates (Mean = 3.71, S.D. = .66) and p@stugtes (Mean = 3.71, S.D. =
.66) significantly differed from diplomas (Mean =18, S.D. = .81). Hence
hypotheses k) and Hp) were accepted. However, no significant differencese
generated in group commitment and job involvemeotes for the four education
groups. Hence, hypothesegdyand Hq) were refuted.
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3.2.4 Testing Hypotheses Iy to Haq)

To test hypotheses 44 to Hyq, a one-way ANOVA was conducted again to
determine the impact of tenure on organisationairadment forms. Employees were
divided in groups according to their tenure in tinganisation. There was statistically
significant difference ap<.05 level in continuance and normative commitments
group commitment and job involvement scores for gigups of employees with
different tenures (group 1: less than 5 years, @r@du5-10 years, group 3: 11-15
years, group 4: 16-20 years, group 5: 21-25 yepmp 6: 26 years and above). The
assumption of homogeneity of variances was testdda@und tenable using Levene’s
test, F(5,704) = 2.64 = .02 for continuance commitment, F(5,704) = 684000
for normative commitment, F(5,704) = 2.2f7.04 for group commitment and
F(5,704) = 9.21,p=.000 for job involvement. Post-hoc tests were qrenkd to
evaluate the differences. Tests revealed that reeare of continuance commitment
for group 3 (Mean = 3.88, S.D. = .63) was signiiittya different from that of group 6
(Mean = 3.58, S.D. = .52) . The mean score of nbv@aommitment for group 1
(Mean = 3.56, S.D. = .69) differed significantlyifn that of group 5 (Mean = 3.22,
S.D. =.75) and group 6 (Mean = 3.28, S.D. = .§6up 3 (Mean = 3.88, S.D. = .63)
differed significantly from that of group 5 (Mean3:22, S.D. = .75) and group 6
(Mean = 3.28, S.D. = .56), group 4 (Mean = 3.6D.S: .66) differed significantly
from that of group 5 (Mean = 3.22, S.D. =.75) gnoup 6 (Mean = 3.28, S.D. = .56),
group 5 differed significantly from that of groupMean = 3.88, S.D. = .63) and
group 4 (Mean = 3.67, S.D. = .66), group 6 (Mear3.28, S.D. = .56) differed
significantly from that of group 1(Mean = 3.56, S#.69), group 3 (Mean = 3.88,
S.D. = .63) and group 4 (Mean = 3.67, S.D. = .6d)e mean score of group
commitment for group 4 was significantly differéndm that of group 6. Also, the
mean score of job involvement for group 1 (Mean563S.D. = .69), group 2 (Mean
= 3.63, S.D. = .61), group 3 (Mean = 3.88, S.D63) .and group 4 (Mean = 3.67,
S.D. = .66) each was significantly different fromat of group 6 (Mean = 3.28, S.D. =
.56). Hence hypothesesyk} Hap), Ha) and Hyq) were accepted.
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Table 3.1: Overview of ANOVA and t-test Results

Hypotheses Description Results
Hie Age - continuance commitment Accepted
Hib) Age - normative commitment Refuted
Hie) Age - group commitment Refuted
Hi@) Age - job involvement Accepted
Hae) Marital status> continuance commitment Refuted
Haob) Marital status> normative commitment Refuted
Ha ) Marital status> group commitment Refuted
Hz() Marital status> job involvement Refuted
Hs@) Education> continuance commitment Accepted
Hab) Education> normative commitment Accepted
Hzc) Education> group commitment Refuted
Hz() Education> job involvement Refuted
Ha) Tenure—> continuance commitment Accepted
Hab) Tenure~> normative commitment Accepted
Hac) Tenure—> group commitment Accepted
Ha) Tenure—> job involvement Accepted
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3.3 Structural Equation Modeling

Structural equation modeling (SEM) is a multivagiatatistical tool that takes a
confirmatory factor analysis (CFA) of the data. Tihiggest strength of structural
equation modeling is it can simultaneously test soeament and structural
relationships among a set of variables. In otherdg/oit includes both measurement
and structural models. SEM is more flexible thameotmultivariate techniques. It is
because SEM allows us to verify multiple dependel#tionships between variables
simultaneously. The hypothesized causal relatigsshiere tested by using AMOS

software.

The present study tested the hypothesized modeb fihe data using SEM
technique. The proposed model consisted of Orgamisd Culture (OC) with three
sub-dimensions: Supportive, Innovative and Bureaticcrcultures, Trust with two
sub-dimensions: Affective and Cognitive trust, Rgsation in Decision Making,
Organisational Learning, Group Commitment, Job Iement, Continuance

Commitment and Normative Commitment.

Testing and analysis of the model were conducteduth the following
approaches. First the proposed model analyses eoaducted using covariance and
the most widely used maximum likelihood estimatinathod using AMOS. Second,
the model development strategy was followed usioglehrespecification procedure
aimed to identify the source of misfit and then eyate a model that achieves better
fit to the data (Byrne, 2001).

3.4 Measurement Model

Measurement model and structural model are thedistinct components of SEM.
The measurement model is that part of SEM whichsdedh the latent (unobserved)
variables and their indicators (observed) variablfEse measurement model is
evaluated by using CFA. According to Garson (200%),pure measurement model is
a CFA model. CFA focuses on the link between latemtables and their measured
variables (indicators) within the SEM framework (Bg, 2001).
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The evaluation of confirmatory measurement modaigeho be done first and
specified. Then, the final measurement models shitaé examined followed by
examination of structural equation models (Garved avientzer, 1999). The
evaluation and analysis of each and every latenable has to be done separately.
This is done through a series of model identifmatsteps. Thereafter, the overall
measurement models have to be tested. A final msd®loduced by evaluating all
the latent variables together. Goodness-of-Fit nmegsare used to evaluate the
measurement model. Therefore, validation of measeiné model has to be done first
before proceeding to test and analyze the strdatuwdel (Garson, 2005).

A model may fit properly on a particular fit indéxit it may not fit on other
indices. Hence, many model fit indices have beemmemed for the present study.
Based on the recommendations of Hu and Bentler5)188d Hair, Black, Babin,
Anderson and Tatham (2006), the selection of irdice this study was done. To
achieve goodness of fit for the empirical data,hbtite measurement model and
structural model have to meet the requirementsetdcted indices. Following the
suggestions of Mcintosh (2007), the first overabttof model fit selected was chi-
square test. A significant chi-square indicatesoarpmodel fit. Chi-square test is
extremely sensitive to sample size (Bentler, 199®us, chi-square normalised by
degrees of freedomy{df) was used. An acceptable ratio fotdf value should be less
than 3.0 (Hair et al., 2006).

A researcher should always mention at least oneenmental fit index, one
absolute fit index and at least one badness-afdiex in addition to the chi square
value (Hair et al., 2006). Absolute fit measured arcremental fit measures are the
two major types of overall fit measures (Byrne, 80%Absolute fit indices evaluate
how well a hypothesized model fits the sample dgtacomparing the model to an
alternative model and measure the goodness-ofdigéx (Hoyle and Panter, 1995).
Incremental fit indices compare the hypothesizeddehavith a restricted, nested
baseline model.

The Goodness-of-Fit Index (GFI) is an absoluteiridex. It compares the
hypothesized model with no model at all (Hu and tBen1995). GFI ranges from O
to 1, with values close to 1 indicating good fiank Thompson, and Wang (1999)
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cautioned that GFI can be influenced by the sarsigke Comparative Fit Index (CFI)
are incremental or comparative indices. Incrementix compares the hypothesized
model against some standard model. Values for @Rgeg from O to 1. A value
greater than .90 is considered as representatigendl-fitted model (Bentler, 1990).
If the values are high, it indicates that the modetler consideration has better fit

than an alternate model (Hu and Bentler, 1995).

Root Mean Square Error of Approximation (RMSEA) welsosenfor the
Badness-of-Fit index. It often provides consisteggults across different estimation
approaches (Sugawara and MacCallum, 1993). RMSHEkexinis an extremely
informative criterion. It measures the discreparmstween the observed and
estimated covariance matrices per degree of freg@eiger, 1990). It measures the
discrepancy in terms of the population and notsimaple. Thus, the value of this
fit index is expected to better estimate tlpyation and not be affected by
sample size. Again, values run on a continuum fzeno to 1.00. Values less than .06
indicate good fit, values up to .08 reasonableditd values between .08 and .10
indicate mediocre fit.

Chi-square o) test is the most common way to evaluate goodobfis- x>
indicating non-significance means there is a ndgbkgdifference between the actual
and predicted matrices (Hair et al., 2001). Thisilatgoint to a good fit. Howevey?
test has a limitation. It is highly sensitive targde size greater than 200. Thus, the
ratio ofy® to the degrees of freedom (df) is examined fomtleele! (Hair et al., 2001).
A ¥?/df value of 3 or lesser is a reasonably goodHiif et al., 2006).

According to above guidelines, model fit for thisidy was examined using
multiple indices such as GFI, CFl, RMSE&,andy?/df (Hu and Bentler, 1999). GFlI
and CFI cut-off values greater than .90 are comedléo be good fit. Values
approaching 1.0 are interpreted to generate goadehfa (Kline, 2005). RMSEA
cut-off value less than .06 or .08 is considereddgfit. However, Table 3.2 presents
the range of all these fit indices.
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Table 3.2: Summary of Recommended Fit IndicesHerModel

Fit Index Recommended Value

Absolute Fit Measures

v2df <3
GFI >.90
RMSEA <.06 or .08

Incremental Fit Measures

CFlI >.95 or .90

3.5 Confirmatory Factor Analysis

The present study has used a two-step SEM appfdacterson and Gerbing, 1988).
The first step is to test and confirm the measurgmedel using confirmatory factor
analysis (CFA) for reliability and validity, follomwg which the model that best fit the
data was identified using SEM for hypotheses tgstifihis approach is highly
preferred because SEM often becomes unreliableedisorement model has low
reliability and validity (Hair et al., 2006). Theahdation process is achieved using
construct validity that includes testing both comgemt and discriminant validity
(Liao, Chen, and Yen, 2007).

Unidimensionality is very important to develop scdGarverand Mentzer,
1999). Exploratory factor analysis employs itenatatorrelation and factor analysis.
These do not come under theory based analysis. eiethey fail to assess
unidimensionality directly. Confirmatory factor dysis (CFA) was employed to
overcome this limitation. It helps to assess measent model fit and
unidimensionality. This section discusses CFA whitludes identification issues

and model specification.
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Identification issue in SEM is about whether thamre enough pieces of
information to identify a solution for a set ofigttural equations (Hair et al., 2006). It
is important to determine the identification statofls a hypothesized model by
checking the number of degrees of freedom assadcwitd the model (Byrne, 2001)
from the parameter summary in AMOS output. For Bpation of the latent
constructs, loading for one of the indicators afreaonstruct was fixed to 1.0 in the
model to generate a scale for the latent constlins. process was done automatically

with the features in AMOS software.

3.5.1 Confirmatory Factor Analysis for Organisatioral Culture

The measurement scale for organisational cultudefinst-order confirmatory factor
analysis of three types of culture — innovativerelawicratic and supportive. Each of
them had eight items. The two-factor model is shawfigure 3.1.

55



OF

3
ap,
23
ap,
4 &2
ab,
23 30
@i &
; - e
[ic_13] - -
e ‘ @
@D ¢ 3
*ﬁ ' _ BC_10}a—e3)
an. |c_1s+‘: 9 50
y ! BC_12}—(e4)
© .
@ SC 2 8 BC 14 @
12 A4 47
@)»{sc5 . BC_20j—(¢5)
$ ) .
822 5C.8 I 5 BC 21 @
. ~ £
e21 SC. 9 ) 52' BC_24 @
E20r»{s¢_15 7
L Tl
(219)9-5C_16 &
B18)}{SC_17

Figure 3.1: Initial and Final Standardized CFA @nganisational Culture

The initial factor model for Organisational Cultuseshown in Figure 3.1. The
initial measurement model (CFA1)?(df=2.84, GFI=.92, CFI=.92, RMSEA=.05)
yielded an adequate model fit for the empiricalad@lodel chi-square was 690.23
with 243 degrees of freedom. The chi-square wasifgignt at p<.01 level. The
absolute Goodness-of-Fit measures for the measatemedels are displayed in
Table 3.3. First, the measurement model should dstrate good model fit and meet

the requirements of certain fit indices as discdssalier. Clearly, it was adequate to
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consider the data for further analysis. Hg, this was considered as final standeed

CFA model fororganisationaculture.

Table 3.3: Goodne-of-fit Results for Organisatiat Culture

Model v2df p G

T

| CFlI RMSEA Items Reason
Deleted

CFA1 690.23 2.4 p<.01 .92 .92 .05 - -

3.5.2Confirmatory Factor Analysis for Participation in Decision Making

s
N

PDM_1

(%]

PDM_2
35

]
33}

=7 PDM_3
.50

o]
=1

a4 PDM_4

Y
=1

63

PDM_5
67

e
&l

76

e ’
co

PDM_7

o
S

PDM_8

Figure 3.2: Initial Standarced CFA forParticipation in Decision Makir

The initial factor modl for PDM is shown in Figure 3.Zhe absolute Goodne-of-
Fit measures for the measurement models are dexplay table 3.4. Standardiz
residuals represent the differences between oldecowariance and estimat
covariance with smaller fitted residuals indicatgapd fit (Lu, Lai ad Cheng, 2007).
Based on the recommendation of Hair et al. (2008ms associated wit

standardized residual greater tf|4| should be&ropped. Attention was also given

(S, ]
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those items with standardized residuals betwe&hdd |4| by checking modification
indices and loading estimates to detect any oth@bl@ms associated with the pair
items. PDM_3 and PDM_2 shared high standardizeduakof value 3.0. PDM_3
item stated that “Can you participate in decisiaffecting issues related to your
work?” Theoretically, this question is already ceeein the previous item PDM_2
which stated “Do you have significant say in demismaking at work?” Hence, the
two items were closely related. PDM_2 did not hhigh standardized residual with
any other item. Moreover, its loading was good. ¢égronly PDM_3 was removed
from further analysis. The final standardized faatwodel for PDM is shown in
Figure 3.3 ¢%df=2.53, GFI=.99, CFI=.99, RMSEA=.05).

Table 3.4: Goodness-of-fit Results for Participatio Decision Making

Model y2df p GFI CFl RMSEA Items Reason
Deleted

CFA1 156.75 7.84 p<.01 .94 91 .09 PDM_3 HSR

CFA2 2783 253 p<.01 .99 .99 .05 - -

Note: HSR — High Standardized Residual
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Figure 3.3: Final Standardized CFA for Participatio Decision Making

3.5.3 Confirmatory Factor Analysis for Trust

The two-factor model for trust is shown in figurgl.3The absolute Goodness-of-Fit
measures for the measurement models are displayetable 3.5. First, the
measurement model should demonstrate good modahditmeet requirements of

certain fit indices as discussed earlier.
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Figure 3.« Initial Standardized CFA for Trust

The initial measurement model (CFA1y’/df=4.12, GFI=.9, CFI=.90,
RMSEA=.07) yielded good model fit for the empirical dataheTlch-square was
significant at p<.01 level. This significanip value indicates that the obsen
covariance matrix matches the estimated covariaratex in the empirical data (He
et al., 2006). Chiguare is extremely sensitive to sample size, tbesebther mode
fit indices were examined closely (Byrne, 2001; Hsial., 2006). CT_6 resulted
high standardized residual of value 2.86. Swas removed from the analy:
Theoretically CT_6 starsd for “My colleagues approach their jobs w
professionalism and dedication”. This item has mddance with other items «
cognitive trust. Hence, its removal would not makect the overall representation
cognitive trust by other itemThe final standardized factor mdder trust is showtr
in Figure 3.5 ¢*/df=2.66 GFI=.8, CFI=.97, RMSEA=.05).
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Table 3.5: Goodness-of-fit Results for Trust

Model  »? vldf p GFI CFl RMSEA Items Reason
Deleted

CFA1 140.07 4.12 p<.01 .96 .90 .07 CT_6  HSR

CFA2 76 266 p<.01 .98 .97 .05 -

Note: HSR — High Standardized Residual
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Figure 3.5: Final Standardized CFA for Trust
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3.5.4 Confirmatory Factor Analysis for Organisatioral Learning
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Figure 3.6: Initial and Final Standardized CFA @nganisational Learning

The measurement scale for organisational learnomgpcised 10 items. All 10 items
were treated as one factor and entered into the &tadysis process. The results of
the initial estimation of the proposed model wereeptable for a well fitting model.
The initial measurement model (CFA%/(f=2.80, GFI=.97, CFI=.98, RMSEA=.05)
yielded an adequate model fit for the empiricabddhe chi-square was significant at
p<.001 level. There was no problem associated woth factor loading or high
standardized residual for any of the items. Heratkjtems were considered for
further analysis. The absolute Goodness-of-Fit nwessfor the measurement models

are displayed in Table 3.6.
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This examination of estimates of fit was suppleradrity an examination «
the significance of standardized regression weigfts variable OL was significant

associated with 10 items (Figure 3

Table 3.6 Gocdness-of-fit Results for Organisatedriearning

Model ¢*  y/df p GFI CFI RMSEA Items Reason
Deleted

CFA1 8390 280 p<.001 .9

\l

.98 .05 - -

3.5.5Confirmatory Factor Analysis for Group Commitment
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Group commitment measurement scale comprised &itaih7 items were treated
one factor and entered into the CFA analysis pgcése results of the initi
estimation of the proposed model were acceptabla feell fitting model The initial
measuement model (CFAl)ledf:Z.64, GFI=.99, CFI=.99RMSEA=.05) yielde@n
adequatemodel fit for the empirical dai Model chisquare was 29.09 with :

degrees of freedom. Tlp value associated with the ctguare was significant at .0
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level. All items loaded adequately on their facfnus, all items were considered for
further analysis. The absolute Goodness-of-Fit nressfor the measurement models

are displayed in Table 3.7.

This examination of estimates of fit was suppleredrty an examination of
the significance of standardized regression weighihe variable GC was

significantly associated with 7 items (Figure 3.7).

Table 3.7: Goodness-of-fit Results for Group Commeiht

Model y*  y?/df p GFI CFl RMSEA Items Reason
Deleted

CFAl 29 2.64 p<.001 .99 .99 .05 - -

3.5.6 Confirmatory Factor Analysis for Job Involvenent

Job involvement measurement scale comprised 1&itAh10 items were treated as
one factor and entered into the CFA analysis pocBse initial measurement model
in figure 3.8 (CFA1) %/df=5.44, GFI=.98, CFI=.98, RMSEA=.04) yielded good
model fit for the empirical data. Table 3.8 shoWws goodness-of-fit results for job

involvement.

The value fon?/df was slightly greater than 3 and significanpatO1 level.
This significantp value did not indicate that the observed covasamatrix matches
the estimated covariance matrix in the empiricahdancey?/df was greater than 3
(Hair et al., 2006). This model needed some maalifieis to obtain a better fit. This
was done by examining the standardized residuatgjifivation indices and the

standardized factor loadings (Hair et al., 2006).
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Figure 3.8: Initial Standardized CFA for Job Invaivent

Table 3.8: Goodness-of-fit Results for Job Involeain

Model 5 y2df p GFI CFI RMSEA Items Reason
Deleted
CFA1 19056 5.44 p<.001 .98 .98 .04 J_7  HSR,
LM
CFA2 6235 250 p<.001 .98 .99 .02 - -

Note: HSR — High Standardized Residual, LMI — Lakgdification Index
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Each of these measures was examined together atimbdel fit indices to
ascertain if respecification is needed. Attentioaswgiven to those items with
standardized residuals between |2.5| and |4| bgkiclye modification indices and
loading estimates to detect any other problemscaded with the pair items. JI_7
resulted in unusually high standardized residud.®62 value and large modification
index of value 67 with item JI_2. However, JI_2 didt have any issues with
modification index and residuals. Theoreticallye titem JI_7 “Usually, | feel
detached from my job” did not give a lot of meariuigcontribution. Moreover, it
was covered by the rest of 9 items. So it was reddkom further analysis. There is
a marginal improvement in RMSEA by .02. However,| @ftreases to .99%/df
value comes down to 2.50. The final standardizetbfamodel for job involvement is
shown in Figure 3.9y{= 62.35,y°/df=2.50, GFI=.98, CFI=.99, RMSEA=.02). The
value ofy%is considered significant due to the presencergtlaample size.
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Figure 3.9: Final Standardized CFA for Job Involesn
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3.5.7 Confirmatory Factor Analysis for ContinuanceCommitment

The measurement of continuance commitment scalgisted of 8 items. All 8 items
were treated as one factor and entered into the &faysis process shown in figure
3.10. The results of the initial estimation of ffreposed model were acceptable for a
well fitting model. The initial measurement mod€FA1) (*/df=15.87, GFI=.91,
CFI=.80, RMSEA=.15) clearly did not yield a good aeb fit for the empirical
data.The absolute Goodness-of-Fit measures for nleasurement models are
displayed in Table 3.9.

CC_1R and CC_4R resulted in high standardizedwatdSo these two items

were removed from further analysis.

LN

Figure 3.10: Initial Standardized CFA for ContinaarCommitment

Model chi-square was 317.43 with 20 degrees ofifsee The chi-square was
at significant ap<.01 level. Sincg?/df value was not satisfactory, parameters such as
standardized residuals and standardized loadinmasis were examined to obtain

better model fit.

6
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The normed chi-squarg’(df) for CFA1 showed a value of 15.87, which does
not fall within the acceptable ratio of less tha@. Ihe GFI and CFI values were .91
and .80. GFI is above the recommended value ofbol80CFI did not exceed the
recommended value of .90. RMSEA had a value ofnuiigh cannot be acceptable as
reasonable fit. In summary, the various indicesowérall Goodness-of-Fit for the

model indicated poor fit.

Table 3.9: Goodness-of-fit Results for Continua@oenmitment

Model  »° y2ldf p GFI CFI RMSEA ltems Reason

Deleted
CFA1 317.43 15.87 p<.001 91 .80 15 CC_1R LFL,
LMI
CFA2 140.71 10.05 p<.01 .95 .90 A1 CC 4R LFL,
LMI

CFA3 8.96 180 p<.05 1.00 1.00 .03 - -

Note: LFL — Low Factor Loading, LMI — Large Modi&ton Index

Firstly, standardized loading estimates for thengeCC_1R and CC_4R were
.12 and .15 (Figure 3.10) which were lower thanrtieimum desired value of .50.
Secondly, both the items were associated with weped values of modification
index (MIl) and high standardized residual amongmgalves. (Ml = 143.11;
standardized residual = 11.86). Theoretically, iteken CC_1R stands for “I am not
afraid of what might happen if |1 quit my job witholiaving another one lined up”.
Item CC_4R stands for “It would not be too costly fne to leave my organisation
now.” These are reversely coded items. Their ingma@ in predicting continuance
commitment may not be to a great extent as theiofdoadings are very low. Hence,

the items CC_1R and CC_4R were not considerediftindr analysis.

After the modifications were made, the fit indides the final CFA3 model
improved g2=8.96, ledf=1.80, GFI=1.00, CFI=1.00, RMSEA=.03). There as

significant improvement in?value after removal of the two items. Alsd/df value
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improved significantly. The three fit indices, G&hd CFI were greater than .90.
RMSEA value was reported to be .03. Hence, CFA3seaisidered to have adequate

fitting qualities.
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Figure 3.11: Final Standardized CFA for ContinuaBGoenmitment

3.5.8 Confirmatory Factor Analysis for Normative Canmitment

The measurement of normative commitment scale stasiof 8 items. All 8 items
were treated as one factor and entered into the &tadysis process shown in figure
3.12. The results of the initial estimation of ffreposed model were acceptable for a
well fitting model. The initial measurement modélFAL) (°=286.49,y%/df=14.45,
GFI=.90, CFI=.72, RMSEA=.14) clearly did not yieldl good model fit for the
empirical data. The absolute Goodness-of-Fit measfor the measurement models

are displayed in Table 3.10.
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Figure 3.12: Initial Standardized CFA for Normat@emmitment

The data in table 3.10 indicated th&df value is 14.45 which is greater than
3 though it is significant gb<.01 level. In addition, CFI value was not gredtean
.90. RMSEA was greater than .06. All these valuegated that the model was not a
good fit and it needed some modifications so thdtetier fit could be obtained.
Attention was given to those items with standamdimsiduals between |2.5| and |4| by
checking modification indices and loading estimatesletect any other problems

associated with the pair items.
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Table 3.10: Goodness-of-fit Results for Normativa@®nitment

Model vIdf p GFI CFI RMSEA ltems Reason

Deleted
CFA1 286.49 14.45 p<.001 .90 T2 14 NC 2R HSR, LMI
CFA2 166.09 11.86 p<.001 .94 .82 .10 NC_3R HSR, LMI
CFA3 37.22 413 p<.001 .98 .96 .07 NC 8R HSR, LMI

CFA4 10.19 254 p<.05 100 1.00 .05 - -

Note: HSR — High Standardized Residual , LMI — leakgodification Index

Theoretically, the items NC_2R, NC_3R and NC_8Rhatéor “I do not
believe that a person must always be loyal to hiseo organisation”, “Jumping from
organisation to organisation does not seem unéttiaame” and “I do not think that
wanting to be a company man or company woman isildenanymore”. These

statements seem to be closely related to each. other

The standardized loading estimates of NC_2R, NCaB& NC_8Rwere not
significant and they were also less than .50 (asvehin Figure 3.12). NC_2R and
NC_3R resulted in high standardized residual with58value. This had exceeded
recommended cut-off of 4.0. The modification indessociated with between them
was unusually high with 74 value. NC_2R and NC_88ulted in high standardized
residual with 8.34 value. This had also exceededmenended cut-off of 4.0. The
modification index associated between them was uwallyshigh with 69.62 value.
NC_3R and NC_8R resulted in high standardized vas$idith 10.12 value between
them. The modification index associated with betw#em was unusually high with
102.45 value. So these three items were removead frother analysis. RMSEA
value is now .05. However, CFl increases to 1;8@if value comes down to 2.54.
The final standardized factor model for job invehent is shown in Figure 3.1@2(=
10.19,y%/df=2.54, GFI=1.00, CFI=1.00, RMSEA=.05).
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Figure 3.13: Final Standardized CFA for Normativan@nitment
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Figure 3.14: Full Measurement Model
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3.6 Construct Validity

Construct validity is tested by convergent validatyd discriminant validity (Hair et
al., 2006). Prior to structural model testing, tdomstruct validity and reliability were
tested by checking convergent validity, discrimitaalidity and composite reliability
of the data. The whole process of scale validasoexplained in the following sub-

sections.

3.6.1 Convergent Validity

The measurement model specified how the obserwtidaitors relate to unobserved
constructs (Kline, 2005). Figure 3.14 shows thd faéasurement model. Having
fulfilled the Goodness-of-Fit indices assessmem, next step is to test convergent
validity of the data. Convergent validity is examuhusing factor loadings, average
variance extracted (AVE) and composite reliabili@onstruct validity is established
by composite reliability (CR) values of the construComposite reliability is
considered to be a superior alternative to Cronbaélipha (Chin, 1998). CR
measures the sum of a latent variable’s factorif@msdrelative to the sum of the factor
loadings plus error variance. This value rangesf to 1. This value should be
greater than .50 for the validity of a construcR alues are above the threshold of
.70 (Nunnally and Bernstein, 1994).

Table 3.11: Factor loading, Composite Reliabilitygld/alidity Results of

Measurement Model

Variable ltems Outer Loadings CR AVE
IC_1 .63
IC_6 46
Innovative Culture IC_7 .63
(IC) IC 11 48 .87 .88
IC_13 .68
IC_18 71
IC_19 .67
IC_ 23 .67
SC 2 .59
SC 5 .60
Supportive Culture SC 8 .68
(SC) SC 9 51 .81 .85
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SC_15 54

SC_16 .66

SC_17 44

SC 22 .66

BC 3 51

Bureaucratic BC 4 .55

Culture BC_10 .60
BC_12 71 .84 .81

(BC) BC 14 .68

BC_20 .68

BC_ 21 .70

BC 24 .59

AT 1 72

Affective Trust AT 2 57
(AT) AT_3 .57 .84 .90

AT 4 .68

AT 5 77

CT_ 7 .56

Cognitive Trust CT_8 .61
(CT) CT.9 .58 .80 .82

CT_10 73

CT 11 .66

PDM_1 42

PDM_2 .60

Participation in PDM_4 52
Decision Making PDM_5 .69 .82 .88

(PDM) PDM_6 72

PDM_7 .66

PDM_8 .64

oL 1 .68

OoL_2 71

OoL_3 .62

Organisational OL 4 .56
Learning OL_5 72 .90 .88

(OL) OL_6 .58

oL_7 .63

OL_8 49

oL 9 .57

OL 10 .69

GC_1 A48

GC_2 .61

Group GC 3 .59
Commitment GC 4 .68 .90 .81

(GC) GC_5 .66

GC_6 .84

GC_7 75

J_1 .57
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J 2 49

Ji_3 .51

Job Involvement Ji_4 .73
(Jn JI_5 71 .89 .90

JI_6 .67

Ji_8 74

JI_9 71

JI_10 .69

CC_2 .67

Continuance CC 3 72
Commitment CC_ 5 .63 .79 .83

(CO) CC_6 .66

CC_7 .60

CC_ 8 .56

NC 1 40

Normative NC 4 .70
Commitment NC_5 .61 72 .82

(NC) NC_6 .61

NC 7 .59

Note: Eight items PDM_3, CT_6, JI_7, CC_1R, CC MR, 2R, NC_3R and NC_8R
were removed due to low factor loadings, large rincation indices and high

residuals. CR — Composite Reliability, AVE — Avegadariance Extracted.

Next, the squared multiple correlations (also chitem reliability) in the CFA
model were examined. Item reliability refers to tfadue that represents the extent to
which an observed indicator’s variance is explaibgdhe underlying construct (Hair
et al., 2006). From table 3.11, the composite béitaes of all variables range from
.72 to .90. Moreover, both composite reliabilitydicators and Cronbach’s alpha
values of all the variables are above the threshalde of .70 (Table 3.11). AVE of
all variables is above .50. All the indicators thagre included for SEM in table 3.11
have factor loadings that are close to or abovelrigicator reliability is established
when the indicator (factor) loading is greater thad (Hair, Anderson, Tatham and
Black, 1998). Hence, measurements have strong ogenvevalidity.

In the CFA model, the standardized factor loadingsthe path estimates
between the factor or variable to the indicatorsrevexamined first. These
standardized factor loadings have to be close @oor5greater (Hair et al., 2006).
Hence, any indicator with low loading less than t8fresents insignificance due to

low factor loading. This indicates potential measoent problem. The full
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measurement model in Figure 3.14 indicated thataalior loadings of the items or
indicators were statistically significant. Moreoyall the factor loadings were greater

than or nearer to the recommended level of .5hiet3.11.

3.6.2 Reliability

The scales for all the constructs were statisyicalliable. Assessment of convergent
validity assessment includes construct reliabiipart from the criteria of satisfying
factor loadings of indicators and item reliabilitZonstruct reliability should be
greater than .70 (Kline, 2015). Table 3.12 sumnearihe results of reliability.

Table 3.12: Reliability Results among Variables

Variable No. of items Item loadings Cronbact’s
Innovative Culture (IC) 8 A46-.71 .83
Supportive Culture 8 44-.68 .81

(SC)
Bureaucratic Culture 8 .51-.70 .84
(BC)
Affective Trust (AT) 5 S7-77 A7
Cognitive Trust (CT) 5 .56-.73 74
Participation in 7 A2-72 .79
Decision Making
(PDM)
Organisational 10 49-.72 .86

Learning (OL)
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Group Commitment 7 48-.84 .83

(GC)
Job Involvement (J1) 10 49-.74 .87
Continuance 6 56-.72 .81

Commitment (CC)

Normative 5 .40-.70 73
Commitment (NC)

Results displayed adequate reliability for all damsts. The reliability of .70
and above is accepted for social science reseltole( 2015). Overall, the present
findings indicate that all constructs have achieae@nge of fairly good reliabilities
among indicators to measure the latent constrii¢terefore, convergent validity of

the measurement model is supported by these results

3.6.3 Discriminant Validity

Correlation analysis was employed to examine thHatiomship among all the
variables. For assessing discriminant validity, asquroot of AVE of a construct
should be greater than its bivariate correlatiothvéiny other construct (Hulland,
1999; Fornell and Larcker, 1981). Table 3.13 pressé¢ine correlations among the
latent variables with square roots of average wagaextracted (AVES) shown on
diagonals. As evident from the table, this criteésianet. Thus discriminant validity of

the constructs is established.

78



Table 3.13: Correlation and Square Root of AVE agndariables

Variable IC SC BC AT CT PDM OL GC Jl CC NC

IC .94

SC .62 .92

BC 53 .46 .90

AT 44 41 32 .95

CT 40 32 21 55 91

PDM 49 42 25 54 54 .94

OL 57 53 .38 .52 .52 .50 .94

GC 42 42 33 45 .45 43 .58 .90

Ji 49 43 .36 .55 .55 S5 .58 .62.95

CcC 33 .22 11 47 48 48 .40 42 5691

NC 41 31 .17 .49 46 46 45 44 60 .58.82

Note: The bold elements represent square root d& fa¥erage variance extracted).
All correlations are significant at .01 level.

3.7 Structural Model

Having satisfied the measurement model fit issnesgssary reliability and validity
tests, it is now necessary to focus on the hypabdsrelationships between the
variables. First, the hypothesized structural moldatl to satisfy the criteria of
Goodness-of-Fit indices (Hu and Bentler, 1999). o&dty, convergent and
discriminant validity has to be ensured. Finalhg tirection and significance of each
of the hypothesized paths was examined followedekgmining the magnitude of
these hypothesized paths.
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Figure 3.15: Structural Equation Model with Stamliteed Path Coefficients.

80



Note: SC — supportive culture, IC — innovative ordt BC — bureaucratic culture,
PDM - patrticipation in decision making, AT — affeet trust, CT — cognitive
trust, OL — organisational learning, GC — group ootment, JI — job
involvement, CC — continuance commitment, NC — radive commitment. 5

is significant at .001 level. *B is significant at .05 level.

.55% -.03

.55*

o
N

— N
@

.25%*

Figure 3.16: Structural Equation Model Showing treationship among Multiple

Commitments

Note: * § is significant at .001 level. *B is significant at .05 level. GC — Group
Commitment, JI — Job Involvement, CC — Continua@oemmitment, NC —

Normative Commitment.

3.8 Evaluation of the Hypothesized Model

The SEM technique was used to examine all hyposhpegposed in this study. To
avoid statistical identification problems, the thetacal model was prepared in a

recursive manner (Hair, Black, Babin, Anderson &atham, 2006).



The structural model relationships using SEM drews1 in Figure 3.15 and
Figure 3.16. It has been observed that supportiltere predicted group commitment
and organisational learning. However, supportivituce did not significantly predict
job involvement =.66), normative commitment p£.20) and continuance
commitment §p=.25). The standardized path coefficient for thedilesized path
from supportive culture to group commitment wasad critical ratio was 2.08. The
standardized path coefficient for the hypothesipath from supportive culture to
organisational learning was .26 and critical ratas 4.08.

Bureaucratic culture has predicted group commitmamd organisational
learning. However, bureaucratic culture did nongigantly predict job involvement
(p=.19), normative commitmenp£-.14) and continuance commitmept=(61). The
standardized path coefficient for the hypothesipath from bureaucratic culture to
organisational learning was .15 and critical ratias 2.04. The standardized path
coefficient for the hypothesized path from bureaticrculture to group commitment
was .20 and critical ratio was 1.92. Bureaucratidtuce has predicted group

commitment and organisational learning.

Innovative culture has predicted normative commitmand organisational
learning. However, innovative culture did not sfgrantly predict job involvement
(p=.35), group commitmentp€-.26) and continuance commitmenit=¢.01). The
standardized path coefficient for the hypothesipath from innovative culture to
normative commitment was .19 and critical ratio v2ag2. The standardized path
coefficient for the hypothesized path from innovaticulture to organisational

learning was .23 and critical ratio was 2.68.

Affective trust was a significant predictor of gppeommitment. However,
affective trust did not predict continuance comnaimn (=.37), normative
commitment g=-.15) and job involvementp€.88) and organisational learning=¢
.19) significantly. The standardized path coeffitiéor the hypothesized path from
affective trust to group commitment was .15 andiaai ratio was 2.70. Cognitive
trust was a significant predictor of normative comnment, job involvement and
organisational learning. However, cognitive trusd chot predict continuance

commitment =.09) and group commitmenp<.76) significantly. The standardized
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path coefficient for the hypothesized path from rnitge trust to normative
commitment was .21 and critical ratio was 3.17. $teadardized path coefficient for
the hypothesized path from cognitive trust to jokolvement was .21 and critical
ratio was 3.46. The standardized path coefficiemtthe hypothesized path from

cognitive trust to organisational learning was aB8 critical ratio was 5.66.

Participation in decision making predicted normaticommitment, job
involvement and organisational learning signifitantHowever, participation in
decision making did not significantly predict contance commitmentp€.21) and
group commitmentp=.80). The standardized path coefficient for th@dthiesized
path from participation in decision making to notiv& commitment was .25 and
critical ratio was 3.38. The standardized path fimeht for the hypothesized path
from participation in decision making to job invelment was .17 and critical ratio
was 2.75. The standardized path coefficient for thgothesized path from
participation in decision making to organisatiofeslrning was .28 and critical ratio
was 4.18.

Organisational learning was a significant predia@bgroup commitment and
job involvement. However, organisational learningl ot predict continuance
commitment £=-.13) and normative commitmentp=.76) significantly. The
standardized path coefficient for the hypothesizatth from organisational learning to
group commitment was .17 and critical ratio was02.9he standardized path
coefficient for the hypothesized path from orgatisel learning to job involvement

was .37 and critical ratio was 5.49.

Job involvement was a significant predictor ofuggr@ommitment, normative
commitment and continuance commitment. Normativenrodment predicted
continuance commitment significantly. The standeedi path coefficient for the
hypothesized path from job involvement to group sotment was .55 and critical
ratio was 8.35. The standardized path coefficienttie hypothesized path from job
involvement to normative commitment was .57 andiaal ratio was 7.12. The
standardized path coefficient for the hypothesipath from job involvement to

continuance commitment was .25 and critical ratis \2.26.
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The examination of estimates of fit was supplemeriiy an examination of
the significance of completely standardized patkeffaments (Table 3.14), which

resulted in a range from .15 to .57.

Table 3.14: Summary of Hypothesized Relationships

Hypothesized paths S C.R./t-value Decision
Hs@y GC«— SC .20%* 2.08 Accepted
Hspy: GC«— BC 20%* 1.92 Accepted
Hs GC«— IC -.26** -2.75 Refuted
Hs@): Jl— SC -.05 1.15 Refuted
Hsey JI«— BC .06 1.61 Refuted

Hsp: I« IC 10 .95 Refuted
Hs(g: NC«— SC -.15 -1.29 Refuted
Hsmy: NC «— BC - 14 -2.72 Refuted
Hsi): NC — IC .19* 2.72 Accepted
Hsg): CC« SC -14 -1.48 Refuted
Hsw): CC— BC .03 .35 Refuted
Hsgp): CC—IC -.01 .07 Refuted
Hsm): OL «— SC .26%* 4.08 Accepted
Hs(n: OL «— BC 15%* 2.04 Accepted
Hso: OL < IC 23** 2.68 Accepted
He@y GC— AT 5% 2.70 Accepted
Hew): GC— CT .02 .29 Refuted
He) Jl«— AT .02 .07 Refuted
He@y JI«— CT 21 3.46 Accepted
Heey NC — AT -.15 -2.44 Refuted
Hem: NC— CT 21* 3.17 Accepted
He: CC— AT .07 2.14 Refuted
Heny CC— CT 12 1.43 Refuted
Hegi): OL «— AT -.19** -3.00 Refuted
Heg: OL — CT .33* 5.66 Accepted
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H7ay GC«— PDM
H7 @y Jl<— PDM
Hoey NC < PDM
Ho@; CC « PDM
Hz@ey OL <+ PDM
Hg@ay GC« OL
Hegy: J1 — OL
Hg: NC «— OL
Hg(): CC«— OL
Hoay GC« JI
Ho(py: NC «— JI
Ho(c): CC « JI
Hoy CC— GC
Hoey CC«— NC

-.009
A7
25%*
12
.28*

A7

37*
-.02
-.13
.55*
So7*

25%*

-.03
.55*

-1.13
2.75
3.38
1.34
4.18
2.90
5.49
- 73
-1.37
8.35
7.12
2.26
-.58
5.02

Refuted
Accepted
Accepted

Refuted
Accepted
Accepted

Accepted
Refuted
Refuted

Accepted

Accepted

Accepted

Refuted
Accepted

Note: § — standardized path coefficient, C.R. — criticalora* /5 is significant at .001

level. ** f is significant at .05 level.SC — supportive cuulC — innovative

culture, BC — bureaucratic culture, PDM — partitiga in decision making, AT

— affective trust, CT — cognitive trust, OL — orgaational learning, GC —

group commitment, JI — job involvement, CC — coméince commitment, NC —

normative commitment.

The results of the model with completely standadipath coefficients are
demonstrated in Figures 3.15 and 3.16. This mddalved perfect fit with the data
(x°=4998.54 °/df=1.76, GFI=.90, CFI=.90, RMSEA=.03) which is siaered to be
an overall acceptable fit. A?/df value of less than or equal to 3 is considesed
reasonable good indicator of the model fit (Hairaét 2006; Bentler, 1990). The

values for GFI, TLI and CFl equal to or greatemth@0 are considered good model fit
indices (Bentler, 1990). A good fit is also indeadtby RMSEA value which is less

than .05 (Hair et al., 2006).
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3.9 Hypotheses Testing

The hypothesized model was analyzed by examining ed the hypotheses. Each
hypothesized path in the research model was aské&ss#s significance. Then, the
nature and magnitude of each of these paths weamiard. The results obtained
from AMOS provide unstandardized and standardizati poefficients op values,

standard errors and statistics for all specifiedhqa Figure 3.15 depicts all

hypothesized structural relationships among thelbes.

The estimated path coefficients were examined tlogir significance,
magnitude and direction. The paths which were ngn{gcant and/or with a
direction opposite to that of expected were notpsspd to be supported since they
did not give substantive results (Malhotra, 200fihe absolute magnitude of a
standardized path coefficient indicates the sizeffeict of an independent variable on
its dependent variable (Hair et al., 2006). Accogdio Kline (2005), absolute values
of standardized path coefficients of less thantd 030 may indicate small effect,
values between .10 to .30 may indicate medium eé#fed values greater than .50 may
indicate large effect. Critical ratios or t-valuek path coefficients helped to assess
relationships between the latent variables. Acewydo Hair et al. (2010), commonly
used critical values are 1.65 (significance lev&l8o), 1.96 (significance level = 5%)
and 2.57 (significance level = 1%). Each of the dilipses listed below were
reviewed based on findings followed by a summarydaclude this chapter. The
discussion and implications of the hypothesesrgdtave been taken up in the next

chapter.

3.9.1 The Effects of Supportive, Innovative and Bueaucratic Cultures on Group

Commitment

Hypotheses 5(a), 5(b) and 5(c) were tested to enauthie influences of supportive,
bureaucratic and innovative cultures on group camemnt. The effect of supportive,
innovative and bureaucratic cultures on group camemt is summarized in table
3.15.
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Table 3.15: Hypothesis Testing: The Effect of Difiet Cultures on Group

Commitment

Hypothesized Direction Betaf) C.R./t-value Decision

path estimate
Hs@y GC«+ SC + 20%* 2.08 Accepted
Hs@): GC«— BC + 10** 1.92 Accepted
Hsc) GC«— IC - .26** -2.75 Refuted

Note: f — standardized path coefficient, C.R. — criticdlora®* f is significant at .05

level.

Group commitment was predicted by supportive calt@#=.20, p<.05) and
bureaucratic culturef€.10, p<.05). The results of this study converge with the
findings of Boon et al. (2007) that cultures the¢ aupportive and power-oriented
generate group commitment. Hence, hypotheses &d) 5(b) were accepted.
Although innovative culture and group commitmentd ha significant bivariate
correlation (r=.42), IC had negative significant pmet on GC f£=-.26). The
hypothesized path between GC and IC was opposiexpécted direction. Hence

hypothesis 5(c) was not supported.

3.9.2 The Effects of Supportive, Innovative and Buwgaucratic Cultures on Job

Involvement

Hypotheses 5(d), 5(e) and 5(f) were tested to emarttie influences of supportive,
bureaucratic and innovative cultures on job involeat. The effect of supportive,

innovative and bureaucratic cultures on job involeat is summarized in table 3.16.
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Table 3.16: Hypothesis Testing: The Effect of Diffiet Cultures on Job Involvement

Hypothesized Direction Betaf) C.R./t-value Decision

path estimate
Hs@y: J1— SC - .05 1.15 Refuted
Hsey JI— BC + .06 1.61 Refuted
H5(f)Z JI—IC + .10 .95 Refuted

Note:f — standardized path coefficient, C.R. — criticdiora

Although supportive (r=.42), bureaucratic (r=.33)dainnovative (r=.42)
cultures had significant bivariate correlation 42). with group commitment, JI was
not significantly impacted by S@%-.05, p=.66), BCA=.06, p=.19) and ICS¢E.10,
p=.35). Hence, hypotheses 5(d), 5(e) and 5(f) wefited. Past research by Shore et
al. (2004) found large effect of supportive, inntitv@ and bureaucratic cultures on job

involvement.

3.9.3 The Effects of Supportive, Innovative and Buwraucratic Cultures on

Normative Commitment

Hypotheses 5(g), 5(h) and 5(i) were tested to emartiie influences of supportive,
bureaucratic and innovative cultures on normatieenmitment. The effect of
supportive, innovative and bureaucratic cultures mrmative commitment is

summarized in table 3.17.

Table 3.17: Hypothesis Testing: The Effect of Didfiet Cultures on Normative

Commitment

Hypothesized Direction Betaf) C.R./t-value Decision

path estimate
Hs(g: NC — SC - 15 -1.29 Refuted
Hsny: NC «— BC - 4% -2.72 Refuted
Hs@: NC — IC + 19** 2.72 Accepted
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Note: f — standardized path coefficient, C.R. — criticdlora®* f is significant at .05

level.

Although supportive (r=.31) and bureaucratic (r3.¢éltures had significant
bivariate correlation with normative commitment, M@s not significantly impacted
by SC f=-.15, p=.66), NC was negatively impacted by BE={.14, p=.007) and
positively impacted by ICS.19, p=.007). The hypothesized path between BC and
NC and between SC and NC was opposite of expedtedtidn. Hence, hypotheses
5(g) and 5(h) were refuted and hypothesis 5(i) aaspted. This implies innovative
cultures give rise to normative commitment in emgpls. However, in the research
conducted by Meyer et al. (2012), individuals weldigated to stay with cultures,

which are hierarchical and give the scope for legrand innovation.

3.9.4 The Effects of Supportive, Innovative and Buwraucratic Cultures on

Continuance Commitment

Hypotheses 5(j), 5(k) and 5(l) were tested to exanthe influences of supportive,
bureaucratic and innovative cultures on continuancenmitment. The effect of
supportive, innovative and bureaucratic cultures comtinuance commitment is

summarized in table 3.18.

Table 3.18: Hypothesis Testing: The Effect of Diéfiet Cultures on Continuance

Commitment

Hypothesized Direction Betaf) C.R./t-value Decision

path estimate
Hsg: CC«+— SC - 14 -1.48 Refuted
Hsg): CC«— BC + .03 .35 Refuted
Hsgp: CC— IC - -.01 .07 Refuted

Note: f — standardized path coefficient, C.R. — criticalora®* f is significant at .05

level.

These hypotheses were based on earlier studiessuggthat employees are

likely to continue working for the organisation whehere is stability, support and
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psychological benefits (Clugston et al., 2000). haligh supportive (r=.22),
bureaucratic (r=.11) and innovative (r=.33) culturbad significant bivariate
correlation with continuance commitment, CC was sighificantly impacted by SC
(p=-.14,p=.25), BC f=.03, p=.61) and IC £=-.01, p=.93). Hence, hypotheses 5()),
5(k) and 5(I) were refuted.

3.9.5 The Effects of Supportive, Innovative and Buwraucratic Cultures on

Organisational Learning

Hypotheses 5(m), 5(n) and 5(0) were tested to exarfie influences of supportive,
bureaucratic and innovative cultures on organigatiolearning. The effect of
supportive, innovative and bureaucratic cultures anganisational learning is

summarized in table 3.19.

Table 3.19: Hypothesis Testing: The Effect of Difiet Cultures on Organisational

Learning

Hypothesized Direction Betaf) C.R./t-value Decision

path estimate
Hsm): OL < SC + .26** 4.08 Accepted
Hs@ny: OL < BC + .10** 2.04 Accepted
Hsey OL « IC + 23 2.68 Accepted

Note: f — standardized path coefficient, C.R. — criticdiora®* f is significant at .05

level.

OL was significantly impacted by SB+.26, p=.008), BC £=.10,p=.02) and
IC (p=.23, p=.01). Hence, hypotheses 5(m), 5(n) and B(eje accepted. These
results are in agreement to the findings of Sanke\& al. (2011) where supportive
culture has higher impact on organisational leaymiompared to bureaucratic culture

and innovative culture.
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3.9.6 The Effects of Affective Trust and Cognitiva rust on Group Commitment

Hypotheses 6(a) and 6(b) were tested to examinantheences of affective and
cognitive trust on group commitment. The effectaffective and cognitive trust on

group commitment is summarized in table 3.20.

Table 3.20: Hypothesis Testing: The Effect of Afiee and Cognitive Trust on

Group Commitment

Hypothesized Direction Betaf) C.R./t-value Decision

path estimate
He@y GC— AT + 15%* 2.70 Accepted
Hew): GC— CT + .02 .29 Refuted

Note: f — standardized path coefficient, C.R. — criticdlora®* f is significant at .05

level.

Although affective (r=.45) and cognitive (r=.45)$t had significant bivariate
correlation with group commitment, GC was not digaintly impacted by CT4=.02,
p=.76). AT significantly predicted GC3£.15, p=.03). Hence, hypothesis 6(a) was

accepted and 6(b) was refuted.

3.9.7 The Effects of Affective Trust and Cognitivarust on Job Involvement

Hypotheses 6(c) and 6(d) were tested to examinentfhgences of affective and
cognitive trust on job involvement. The effect dffeative and cognitive trust on job

involvement is summarized in table 3.21.

Table 3.21: Hypothesis Testing: The Effect of Atiee and Cognitive Trust on Job

Involvement

Hypothesized Direction Betaf) C.R./t-value Decision

path estimate
He(c): JI— AT + .02 .07 Refuted
He(y JI— CT + 21* 3.46 Accepted
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Note: f — standardized path coefficient, C.R. — criticdlora®* f is significant at .05

level.

Although affective (r=.55) and cognitive (r=.55)gt had significant bivariate
correlation with job involvement, JI was not sigeaintly impacted by AT /4=.02,
p=.88). CT significantly predicted Jp£.21, p=.003). Hence, hypothesis 6(c) was

refuted and 6(d) was accepted.

3.9.8 The Effects of Affective Trust and Cognitive Trust on Normative

Commitment

Hypotheses 6(e) and 6(f) were tested to examineirttigences of affective and
cognitive trust on normative commitment. The effetaffective and cognitive trust

on normative commitment is summarized in table 3.22

Table 3.22: Hypothesis Testing: The Effect of Afiee and Cognitive Trust on

Normative Commitment

Hypothesized Direction Betaf) C.R./t-value Decision

path estimate
Heey NC «— AT - A5 -2.44 Refuted
Hem: NC«— CT + 21* 3.18 Accepted

Note: f — standardized path coefficient, C.R. — criticalora* £ is significant at .001

level

Although affective (r=.49) and cognitive (r=.48)st had significant bivariate
correlation with normative commitment, NC was nmnsgicantly impacted by AT
(p=-.15, p=.06). CT significantly predicted NG5%.21, p=.004). Hence, hypothesis

6(e) was refuted and 6(f) was accepted.
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3.9.9 The Effects of Affective Trust and CognitiveTrust on Continuance

Commitment

Hypotheses 6(g) and 6(h) were tested to examinenffiwences of affective and
cognitive trust on continuance commitment. Theafté affective and cognitive trust

on normative commitment is summarized in table 3.23

Table 3.23: Hypothesis Testing: The Effect of Affee and Cognitive Trust on

Continuance Commitment

Hypothesized Direction Betaf) C.R./t-value Decision

path estimate
He): CC«— AT + .07 2.14 Refuted
Hemy CC— CT + 12 1.43 Refuted

Note:f — standardized path coefficient, C.R. — criticia.

Although affective (r=.47) and cognitive (r=.48)st had significant bivariate
correlation with continuance commitment, CC was sighificantly impacted by AT
(p=.07,p=.37) and CT£=.12,p=.09). Hence, hypotheses 6(g) and 6(h) were refuted

3.9.10 The Effects of Affective Trust and CognitiveTrust on Organisational

Learning

Hypotheses 6(i) and 6(j) were tested to examine itifleences of affective and
cognitive trust on organisational learning. Theeeffof affective and cognitive trust

on organisational learning is summarized in tab®2 3
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Table 3.24: Hypothesis Testing: The Effect of Afiee and Cognitive Trust on

Organisational Learning

Hypothesized Direction Betaf) C.R./t-value Decision

path estimate
Hea: OL «— AT - 19% -3.00 Refuted
Heg): OL < CT + .33* 5.66 Accepted

Note: f — standardized path coefficient, C.R. — critiala. * § is significant at .001

level.

Although affective (r=.52) and cognitive (r=.52)$t had significant bivariate
correlation with organisational learning, OL wag sanificantly impacted by AT
(p=-.19,p=.004). CT significantly predicted OL5£.31, p<.001). Hence, hypothesis

6(i) was refuted and 6(j) was accepted.

3.9.11 The Effects of Participation in Decision Makg on Group Commitment,

Job Involvement, Normative Commitment and Continuarce Commitment

Hypotheses 7(a), 7(b), 7(c) and 7(d) were testedexamine the influences of
participation in decision making on group committgab involvement, normative
commitment and continuance commitment. The effdécpanticipation in decision

making on the outcomes is summarized in table 3.25.

Table 3.25: Hypothesis Testing: The Effect of Rgstition in Decision Making on
Group Commitment, Job Involvement, Normative Commeiit and

Continuance Commitment

Hypothesized path  Direction Beta §) C.R./t-value Decision

estimate
H7ay GC«— PDM - .009 -1.13 Refuted
H7@): J1 — PDM + A7 2.75 Accepted
H7) NC — PDM + 25%* 3.88 Accepted
H7(g): CC«— PDM + A2 1.34 Refuted
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Note: f — standardized path coefficient, C.R. — criticdlora®* f is significant at .05

level.

Although participation in decision making had sfgraint bivariate correlation
with group commitment (r=.52) and continuance cotmmant (r=.52), GC f=-.009,
p=.80) and CC A=.12, p=.21) were not significantly impacted by PDM. PDM
significantly predicted JIfge.17,p=.02) and NC £=.25, p=.002). Hence, hypothesis
7(a) and 7(d) were refuted. Hypotheses 7(b) angdwéce accepted.

3.9.12 The Effects of Participation in Decision Makg on Organisational

Learning

Hypothesis 7(e) was tested to examine the influerafeparticipation in decision
making on organisational learning. The effect aftipgation in decision making on

organisational learning is summarized in table 3.26

Table 3.26: Hypothesis Testing: The Effect of Rgstition in Decision Making on

Organisational Learning

Hypothesized path  Direction Beta §) C.R./t-value Decision

estimate

H7ey OL < PDM + .28* 4.18 Accepted

Note: § — standardized path coefficient, C.R. — criticalora* £ is significant at .001

level.

The effect of participation in decision making & toutcomes is summarized
in table 3.26. PDM significantly predicted Olp=28, p<.001). This indicates
hypothesis 7(e) was accepted.

3.9.13 The Effects of Organisational Learning on Gyup Commitment, Job

Involvement, Normative Commitment and Continuance @mmitment

Hypotheses 8(a), 8(b), 8(c) and 8(d) were testedexamine the influences of

organisational learning on group commitment, jobvoldement, normative
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commitment and continuance commitment. The efféairganisational learning on

the outcomes is summarized in table 3.27.

Table 3.27: Hypothesis Testing: The Effect of Oigational Learning on Group
Commitment, Job Involvement, Normative Commitmerd &ontinuance

Commitment

Hypothesized path  Direction Beta §) C.R./t-value Decision

estimate
Hg@y GC«— OL + A7 2.90 Accepted
Hgpy JI«— OL + 37* 5.49 Accepted
Hgc: NC — OL - .02 -.73 Refuted
Hg@) CC«— OL - A3 -1.37 Refuted

Note: p — standardized path coefficient, C.R. — criticdlor& £ is significant at .001

level. ** 4 is significant at .05 level.

Organisational Learning has predicted group comemtnf;=.17, p=.009) and
job involvement g=.37, p<.001). Hence, hypotheses 8(a) and 8(b) were amtept
Although organisational learning had significantdsiate correlation with normative
commitment (r=.52) and continuance commitment @%.WNC (¢=-.02, p=.76) and
CC (6=-.13,p=.08) were not significantly impacted by PDM. Henkgpotheses 8(c)
and 8(d) were refuted.

3.9.14 Interrelationship among Commitment forms

Hypotheses 9(a), 9(b) and 9(c) were tested to enanthe influences of job
involvement on group commitment, normative commitmeand continuance
commitment. The effect of job involvement on thdommes is summarized in table
3.28.
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Table 3.28: Hypothesis Testing: Impact of Job Imeaient on Group Commitment,

Normative Commitment and Continuance Commitment

Hypothesized path  Direction Beta §) C.R./t-value Decision

estimate
Ho@y GC« JI + .55* 8.35 Accepted
Hopy: NC « JI + 57* 7.12 Accepted
Ho) CC« JI + 25%* 2.26 Accepted

Note: p - standardized path coefficient, C.R. — criticatia.* f is significant at .001

level. ** 4 is significant at .05 level.

JI has predicted GCp£.55, p<.001), NC f=.57, p<.001) and CC f=.25,
p<.001). Hypothesis 9(d) was tested to examinerfieances of group commitment
on continuance commitment. Hypothesis 9(e) wagdetst examine the influences of
normative commitment on continuance commitment. difect of group commitment

and normative commitment on the outcomes is suna@giin table 3.29.

Table 3.29: Hypothesis Testing: Impact of Group Gotment and Normative

Commitment on Continuance Commitment

Hypothesized path  Direction Beta §) C.R./t-value Decision

estimate
Ho@y CC«— GC - .03 -.58 Refuted
Hoey CC— NC + .55* 5.02 Accepted

Note: p — standardized path coefficient, C.R. — critiaia.* £ is significant at .001

level. ** 4 is significant at .05 level.

Although GC had significant bivariate correlatisth CC (r=.52), CC was
not significantly impacted by G@+£-.03,p=.59). Hence, hypothesis 9(d) was refuted.
NC has predicted C@£.55,p<.001). Hypothesis 9(e) was thus accepted.
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3.9.15 Mediation Effect

In the diagram for hypothesis testing (Figure l.d)ganisational learning was
hypothesized as mediating the relationship betwsagwportive culture and group
commitment and also between supportive culturejamévolvement. The mediating
role of organisational learning was tested basedhensuggestions of Baron and
Kenny (1986). The mediation results of organisatidearning between supportive

culture and group commitment are presented in {23@.

Table 3.30: Direct, Indirect and Total Effects fbtediation by Organisational

Learning between Supportive Culture and Group Cament

Hypotheses  Paths Variable OL GC Mediation

Direct Indirect Total Direct Indirect Total effect

Hio(a) SC2>0L>cC SC .26* .00 .26* .20* .07 27* Accepted

Note: Standardized path estimates are reportdéndtes significant gi<.001 level;
SC - supportive culture, OL — organisational leagni GC — Group

Commitment.

The present study hypothesized that organisatit@ahing will mediate the
relationship between supportive culture and grogmmitment. There exists
significant positive path from supportive cultu@ group commitment and hence
hypothesis 5(a) was accepted. Similarly, there texsgnificant path between
supportive culture and organisational learning aetiveen organisational learning
and group commitment. Hence, hypotheses 5(m) aad@¢re accepted. Next, the
mediating role of organisational learning betweempp®rtive culture and group
commitment is examined. The findings indicated sicgnt path from supportive
culture to organisational learning and also a §icgmt path from organisational
learning to group commitment. Sobel z value foritidérect path was 5.1 < 0.01.
For Sobel's (1982) test, the statistics are contpavith the standard prior critical
values (z = 1.645 whep<.05, z = 2.326 whemp<.01). Hence, the findings are
consistent with the possibility that organisatiomhedrning is a mediator between

supportive culture and group commitment. Thus, kiypsis 10(a) was accepted.
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Table 3.31: Direct, Indirect and Total Effects fbtediation by Organisational

Learning between Supportive Culture and Job Invakmet

Hypotheses  Paths Variable OL Jl Mediation
Direct Indirect Total Direct Indirect Total €ffect
Hib)  SC>OL>Jl SC 54 00 54~ .08 11 19  Refuted

Note: * denotes significant atp<.001 level; SC-supportive culture, OL-

organisational learning, JI — job involvement.

Next, the study examined the mediating role of piggtional learning
between supportive culture and job involvement. Timediation results of
organisational learning between supportive culture job involvement are presented
in table 3.31. There exists significant positivethpdrom supportive culture to
organisational learning and hence hypothesis 5(@3 accepted. Similarly, there
exists significant path between organisationalngay and job involvement. Hence,
hypothesis 8(b) was accepted. Next, the mediatodg of organisational learning
between supportive culture and job involvement vee@mined. The findings
indicated significant path from supportive culttweorganisational learning and also a
significant path from organisational learning tdo jinvolvement. However, the
findings revealed that there is no significant pagitween supportive culture and job
involvement and hypothesis 5(d) was refuted. Tinsciates that mediation condition
is not satisfied according to Baron and Kenny (3986ce all three paths were not
significant in the hypothesis 10(b). Sobel z vafoe the indirect path between
supportive culture and job involvement was compuwted was found to be .1fh,>
0.05. For Sobel's (1982) test, the statistics asmmared with the standard prior
critical values (z = 1.645 whep<.05, z = 2.326 whep<.01). This indicated that
findings are not consistent with the possibilityatthorganisational learning is a
mediator between supportive culture and job involeat. Thus hypothesis 10(b) was

refuted.

According to Baron and Kenny (1986), the chanceghefeffect of indirect

path reducing from statistical significance to Ohighly unlikely in psychological
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research. The change in regression coefficientesgmts the degree to which the
effect was reduced. This acts as an indicatoreftlediator’s potential. The statistical
significance of this decrease can be tested inigireel power. The techniques to
assess significance test have been presented bybidok (2002), Baron and Kenny
(1986) and Sobel (1982, 1988). These formula yeeld score, which can then be
compared with a prior critical value (z = 1.645 wipz .05, z = 2.326 whep< .01).
He)and Hq) were not examined for Baron and Kenny's (1986) $&se IC does not
have an impact on GC and JI. So hypothesgg)tdnd Hoq) Were refuted. Findings

from these tests are reported below.

Table 3.32: Summary of Hypothesized Mediation Rextesthips

Hypotheses Statements Decision

Hio@ Organisational learning will mediate the relaship between Accepted

supportive culture and group commitment.

Hiopy Organisational learning will mediate the relasibip between Refuted

supportive culture and job involvement.

Hiocey Organisational learning will mediate the relaship between Refuted

innovative culture and group commitment.

Hio@y Organisational learning will mediate the relasbip between Refuted

innovative culture and job involvement.

Common method bias could augment the relationsétiywden the variables in
the study since all measures were self-reporteglsassents. However, this was not a
problem because Harman’s test could not obtainnantan latent factor to account
for the covariance in the independent variables @dgpendent variables (Podsakoff
and Organ, 1986). Based on a series of items, nbl/sed subsequently, this study

obtained a sample of 712 respondents who respordkohtarily and sincerely.
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Survey data based on self-reports may be subjestidial desirability bias (Podsakoff
and Organ, 1986). A Harman’s one-factor test wapeaed on the items included in
the models and no general factor was found. Howessurance of anonymity had
reduced this bias even when responses are gattiemed survey (Konrad and
Linnehan, 1995). However, recent studies have shibanany bias due to common
method variance is often only minor (Spector, 20@éade, Watson and Kroustalis,
2007). Moreover, the presence of common methodvéssruled out from the study
by using Harman'’s single factor test which did appear to be present (Konrad and
Linnehan, 1995; Podsakoff and Organ, 1986).

3.9.16 Competitive Model Fit Strategy

An alternate model was analyzed apart from the thgsized model and tested for
model fit indices. This alternate model had the eawariables except that the
directions among the commitment variables wergetdtén opposite directions as that
of the hypothesized model. The fit indices were nbuto be better for the

hypothesized mode}{ = 4998.544°/df = 1.76, GFI = .90, CFI = .90, RMSEA = .03)
than the alternate modeff(= 4998.54y°/df = 1.79, GFI = .82, CFI = .88, RMSEA =
.03).

Table 3.33: Fit Measures of the Two Models

Model ¥ yJdf p GFI CFI RMSEA
Hypothesized 4998.54 1.76 p<.01 .90 .90 .03
model
Alternate  4998.54 1.79 p<.01 .82 .88 .03
model

3.10 Summary of the Results

Hypothesis 1 concerned the relationship betweeraagecommitment. The results of
the analysis revealed that age was positivelyedl&d continuance commitment and

job involvement. Hence, hypothesegdiand Hqwere accepted. However, age was
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not positively related to normative commitment agup commitment. Hence,

hypotheses I, and H)were refuted.

Hypothesis 2 was related to the relationship betwenarital status and
commitment. It was found that marital status watspausitively related to continuance
commitment, normative commitment, group commitmemd job involvement.

Therefore, hypotheses,@@, Hop), Ha) and Hgywere refuted.

Hypothesis 3 concerned the relationship betweelcaobn and commitment.
The findings revealed that education is positivelated to continuance commitment
and normative commitment. Hence, hypotheseg,) Hind Hy) were accepted.
However, education was not found to be related rmug commitment and job

involvement. Hence, hypothesegdiand Hq)were refuted.

Hypothesis 4 was related to the relationship behwenure and commitment.
Tenure was found to be positively related to cardgilce commitment, normative
commitment, group commitment and job involvemertierefore, hypothesesa,

Ha(), Ha(c) and Hyq) were accepted.

Hypotheses 5(a), 5(b) and 5(c) concerned the itnpHc supportive,
bureaucratic and innovative culture on group comneiit. Supportive culture was
found to be positively and significantly relatedgmup commitmentf=.20, p<.05).
Bureaucratic culture was also found to be posiiaid significantly related to group
commitment £=.20, p<.05). Hence, hypothesessk and H) were accepted.
However, innovative culture was not found to hawesitive relationship with group

commitment §=-.26,p<.05). Hence, hypothesiss;{d was refuted.

Hypotheses 5(d), 5(e) and 5(f) were related toitifleence of supportive,
bureaucratic and innovative cultures on job involeat. The findings revealed that
job involvement is not influenced significantly Bupportive culturef=-.05, p=.66),
bureaucratic culturef€.06, p=.19) and innovative culturef£.10, p=.35). Thus,
hypotheses k), Hseand Hy were refuted.

Hypotheses 5(g), 5(h) and 5(i) concern with thepadot of supportive,
bureaucratic and innovative cultures on normatisnmitment. It was found that

normative commitment was influenced by innovativeltwe ((=.19, p<.05).
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Therefore, hypothesis & was accepted. However, it was not influenced by
supportive culture f=-.15, p=.20) and bureaucratic culturef=t.14, p=.007).
Therefore, hypothesessfgland Hnywere refuted.

Hypotheses 5(j), 5(k) and 5(I) were related to teéationship between
organisational culture and continuance commitm@rte findings revealed that
continuance commitment is not influenced by supwpertulture f(=-.14, p>.05),
bureaucratic culturg?€.03,p>.05) and innovative culturg<£-.01,p>.05). This led to
rejection of hypothesesstj, Hs) and H.

Hypotheses 5(m), 5(n) and 5(0) were related toirtfleences of supportive,
bureaucratic and innovative cultures on organisatidearning. It was found that
supportive culture is significantly and positivelglated to organisational learning
(p=.26,p=.008). Bureaucratic culture was also found toigeiicantly and positively
related to organisational learning~(15, p<.05). Innovative culture was also found to
be significantly and positively related to orgatimaal learning £=.23,p<.05). Thus,

hypotheses kjm, Hsn and Howere accepted.

Hypotheses 6(a), 6(b), 6(c) and 6(d) concernedirtipact of affective trust
and cognitive trust on group commitment and jololmement. The findings revealed
that affective trust was positively and signifidgntelated to group commitment
(6=.15,p=.03). Thus, hypothesisgld) was accepted. However, cognitive trust was not
related to group commitmenp<.02, p=.76). Thus, hypothesis ¢id) was refuted
Affective trust was not found to be positively tteld to job involvementsE.02,
p=.88). Hypothesis k)ywas refuted. Cognitive trust was found to be sigaift and
positively related to job involvemenp<.21, p=.003). Thus, hypothesisgld) was
accepted.

Hypotheses 6(e), 6(f), 6(g) and 6(h) were relatethe influences of affective
trust and cognitive trust on normative commitmentl &ontinuance commitment.
Cognitive trust was found to be positively and digantly related to normative
commitment g=.21, p=.004). Therefore, hypothesissj was accepted. However, it
was found that affective trust was not related tonrative commitmentfe-.15,
p=.06). Affective trust was not found to be posilweaelated to continuance

commitment £=.07, p=.37). Cognitive trust was also not found to beated to
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continuance commitmenp£.12, p=.09). Therefore, hypothesesgl Hsg) and Hn

were refuted.

Hypotheses 6(i) and 6(j) concerned the influenoésaffective trust and
cognitive trust on organisational learning. Thedings revealed that affective trust
did not have positive impact on organisational eay ($=-.19, p=.004). Hence,
hypothesis k; was refuted. Cognitive trust was found to be digantly and
positively related to organisational learningr @33, p<.001). Hypothesis &}y was
accepted.

Hypothesis 7 was related to the relationship betwgarticipation in decision
making and commitment. Participation in decisionkim@ was found to be
significantly and positively related to job invoment 3=.17,p<.05). Participation in
decision making was found to be significantly arakipvely related to normative
commitment £=.25, p<.05). Participation in decision making was foura ke
significantly and positively related to organisa@b learning £=.28, p<.001). These
relations led to the acceptance of the hypothesgs, M and He, However,
participation in decision making was not positivedyated to group commitmeni=<-
.009,p=.80) and not significantly related to continuacoenmitment f=.12, p=.21).
So, hypothesesyand Hq) were refuted.

Hypothesis 8 concerned the influences of orgaoisalt learning on
commitment. The findings of this study revealedt theganisational learning was
significantly and positively related to group conmment (=.17, p<.001).
Organisational learning was significantly and pesly related to job involvement
(6=.37, p<.001). Thus, hypothesesgk and Hy were accepted. However,
organisational learning was not positively relatechormative commitmen{p¢-.02,
p=.76) and continuance commitmepit{.13, p=.08). Therefore, hypothesesgland

Hs@Wwere refuted.

Hypothesis 9 concerned with the interrelationsimpag commitment forms.
The findings of this study revealed that job inwhent was significantly and
positively related to group commitmenf=(55, p<.001). Job involvement was
significantly and positively related to normativenemitment f=.57, p<.001). Job

involvement was significantly and positively relhtéo continuance commitment
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($=.25, p<.05). Therefore, hypothesesl Hopy and Hcjwere accepted. However,
group commitment was not positively related to cardnce commitmentsé-.03,
p=.59). So, hypothesis ddy was refuted. Normative commitment was significantly
and positively related to continuance commitmegit g5, p<.001). Thus, hypothesis

HgeWas accepted.

Hypothesis 10 was related to the role of orgaitisat learning as a mediator
between culture and commitment. Hypothesis 10(@)dmrganisational learning as a
mediator between supportive culture and group cdmemt. All mediation
conditions laid down by Baron and Kenny (1986) wietlélled using organisational
learning as a mediator. However, hypotheses 1QQ1%;) and 10(d) were refuted as
they did not fulfill the conditions for mediatiols &commended by Baron and Kenny
(1986) or because of negative relationship  betweewariables.
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CHAPTER 4
DISCUSSION
4.1 Discussion

This chapter provides the results of statisticaalgses and their findings. The
findings are explained in detail sequentially basedhe order of the objectives. The
results depicted distinctive patterns of relatigpshiegarding normative commitment,
continuance commitment, job involvement and groommitment in public sector

undertakings (PSUs). These results revealed pesitelationship between job
involvement, normative commitment and group comraitin Hence, it is concluded

that the commitment forms do not have an inherentlict among themselves.

The results of this study have shown that pamiogm in decision making,
affective trust, cognitive trust alongwith the tardomains of organisational culture
have distinctive influence on normative commitmeottinuance commitment, group
commitment and job involvement in public sector emakings. These results have
cleared our understanding of the multidimensioraicept of commitment. They
have also helped to find the antecedents of tHerdiit commitment forms.

Many relationships between independent variabtes dependent variables
were examined simultaneously by means of structeation modeling. The
structural model described relationships between dimensions of organisational
culture, trust and participation in decision makargl commitment forms (dependent
variable) and organisational learning (mediatingialde). A structural model with
completely standardized path coefficients was oetliin Figure 3.15 in the previous
chapter. This model showed a good fit with the dgita 4998.54y°/df = 1.76, GFI =
.90, CFI = .90, RMSEA = .03).

106



4.1.1 Primary Objectives
4.1.1.1 Objective 1: Demographics — Commitment Rdianship

This study shows high levels of all forms of conmment among all categories of
demographic classification by age, marital staddsication and tenure. The results of

all hypotheses are presented in table 3.1.

This study has demonstrated that age was positnadated to continuance
commitment and job involvement thus partially supipg past studies between age
and commitment (Innocenti et al., 2012). This isstrobably because of the reason
that older employees have less employment optiongpared to younger employees
in India (Ahmad, 2011) and also, leaving the orgaton is likely to cost them with
regard to the benefits they receive (Parasuramdmachman, 1987). Most of them
lower their career expectations because they ardebhad with other thoughts
comprising financial and family related concerndu3 they do not prefer change.
They are often resistant to learn new skills. Aldey are often content with their
present job schedule and thus exhibit good job lirmment. Ego identity of the
person starts merging with his job. With increasage, an employer starts taking his
identity from the job. It forms an important part their life. Self-esteem of aged
employees depends on the level of performanceein fbbs. Thus the call for more
research (Jha, 2011) to understand the relatiomeaet age and commitment has been
addressed.

However, age was not positively related to norngatimd group commitment
contradicting past conclusions (Gaillard and Desmet008). This leads to the fact
that an older employee does not feel obligatecetoain with the organisation. This
could be due to the reason that PSUs offer very gpality of work life (Jyothibabu,
Farooq and Pradhan, 2010). Another possibilith#& &n organisation might perceive
that an older employee does not have many optibine istays back for a long
duration. In addition, not all older employees viaél reluctant to learn new skills. So
adapting to changing business needs is difficultdar of them.

This study showed that marital status was not pesjtrelated to any of the

commitment forms, thus not being supportive of astlies (Jena, 2015; Selmer and
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Lauring, 2011). This could be because of equal fitsngeing given to married and
unmarried employees. PSUs offer good learning aralnihg opportunities

(Jyothibabu, Farooq and Pradhan, 2010). Henceompeaihce of both married and
non-married employees will be the same. This igndication that all employees are
equally committed to their organisations, no mattexy are married or unmarried.
Married and unmarried employees have their ownepegices and priorities which
make them committed to their work. Unmarried empks/ would want to excel in
their professional lives. Married employees wouikle |to have fast hikes and
promotions so that their efforts are recognized@eid off in the form of benefits like
respect, social status, food allowances. Thus atastatus did not have significant

impact on any of the commitment forms.

The results of this study showed that education pestively related to
continuance and normative commitments. In additiemgl of education does not
affect group commitment and job involvement. Thiaséings contradict past studies
(Peterson and Xing, 2007; Mathieu and Zajac, 199B& more education one gets,
the more opportunities they get. Their expectatiaresalso more. So they prefer to
show their loyalty to their organisation by beingnaionally attached and feeling
obligated to serve the organisation where they iaterested to shower their
knowledge and skills. Highly educated employeesoften talented and independent.
They do not always prefer to work in groups. Thégm work in areas which are of
interest to them. It is this interest that init@fjeb involvement in them. In addition,
they may look for comfort and benefits in the walkey perform. Once benefits are

realized, they feel affectively attached and oltégao work for their organisation.

This study also revealed that continuance commitmemormative
commitment, group commitment and job involvementevpositively affected by
tenure of an employee. These results support Matme Zajac’s (1990) findings that
tenure can impact commitment. This is most likele do the fact that an employee’s
sense of gratification for the organisation tendsiricrease with age. More time
associated with the organisation makes him confitetand used to the kind of
treatment he receives and work conditions. In chsenew employment opportunity,

an employee with longer tenure will always look tbhe benefits that he had been
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receiving in his organisation till date. It woulé difficult for him to leave his or her

present organisation and opting for a new orgapoisaf one has to forego the
benefits that he or she had been receiving forosg.l Hence he would be more
comfortable emotionally as well as intellectually €ontinue working with the

organisation. Over a period of time, it becomesuradton the part of employee to
work for the betterment of the organisation so thaarns profits and achieves its
goals. Thus he feels obligated to work by gettimgplved in the job along with his or
her colleagues or work group.

4.1.1.2 Objective 2: Organisational Culture — Comntment and Organisational

Culture — Organisational Learning Relationship

Regarding the relationship between organisationdlue and commitment, the
results demonstrated that supportive culture wasitipely related to group
commitment and bureaucratic culture was positivelated to group commitment.
However, innovative culture was not positively tethto group commitment. This
may be because of the reason that employees whbitegtoup commitment are the
ones who perform their tasks working in groupseants. In such cases, team spirit
develops among individuals. Team spirit enhancesnatment levels of employees.
Supportive culture is characterized by confideneegouraging, trusting, people-
oriented and friendly work culture. Adjectives usfmt this culture are trusting,
equitable, safe, social, encouraging, relationsbipented and collaborative. Mutual
trust, loyalty and support help to strengthen &iesong individuals (Meyer, Stanley,
Jackson, Mclnnis, Maltin and Sheppard, 2012).

Support for the above argument can be obtained dnfying previous
research. Meyer et al. (2012) reported that muiwatk, loyalty and support help to
strengthen ties among individuals. A study condilidig Wasti and Onder (2009)
found that nature of culture can affect consequenteommitment. Bureaucracy can
affect different forms of commitment. Certain lewélhierarchy and control helps in
performing work effectively on time in work groupBinovative culture was not
positively related to group commitment. This may lierause of the reason that

employees who want to acquire new skills and ag@lficurious to learn, prefer to
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have personal freedom to carry out work (Yiing @iinad, 2009). The innovative
culture is known for creative and dynamic work eamment. They dislike hindrances

because it limits their innovative capabilitiesdiardi et al., 2012).

The results of this study revealed that supportivikure was not positively
related to job involvement. Bureaucratic cultureswent significantly related to job
involvement. Innovative culture is also not sigeraidntly related to job involvement.
These results are in contradiction to past litee{®hore et al., 2006). This may be
due to the reason that involvement of an employde tlve job may depend only on
the interest and passion of the employee. It ispeddent of the type of culture that
prevails in the organisation. Employees get feekilfian their seniors on the type of
work they perform. This would provide them with fsciEnt motivation to carry out
work and be passionate about their work irrespeativthe type of culture prevalent

in the organisations.

Findings revealed that neither supportive cultuwe lsureaucratic culture was
positively and significantly related to normativenemitment. This is contradictory to
the previous findings (Chan, Snape and Redman,)20his could be because of the
reason that normative commitment is unaffected di Isupportive and bureaucratic
cultures in public sector undertakings. These asgdions offer very good stability to
employees. Hence employees are relieved of theehuodl instability. They tend to
reciprocate their feeling of happiness by beinggalal to work for the organisation.
Thus, supportive and bureaucratic cultures do rmsitipely relate with normative
commitment. However, innovative culture was positvand significantly related to
normative commitment. Innovative culture involveseative work environment.
Employees can enjoy the freedom given to them f@ament their ideas. They can
work without hindrance (Yiing and Ahmad, 2009). Shiney feel happy about the
fact that the organisation favours them. So thennof reciprocity follows to oblige
the return of favourable treatment by getting alifige of obligation to remain

committed to the organisation (Messner, 2013).

Also, the findings suggest that bureaucratic, supgmo and innovative
cultures were not positively and significantly tehto continuance commitment. The

reason for these findings can be explained by luplat the pattern of relationship
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between culture and forms of commitment. Only greommitment was positively

affected by supportive and bureaucratic culturestR@ms of commitment were not
affected by organisational culture. Both normatwvel continuance commitment are
related to the intention of continuing to work ftre organisation. Continuance
commitment is based on side-bets or benefits tiememployee will have to forego in
case of leaving the organisation (Meyer and Alld®84, p.375). Normative

commitment is the extent to which an employee feblgated to remain committed
to the organisation (Cohen, 2015). These two comemt forms are not related to
bureaucratic and supportive cultures as per theinfgs of this study. Employees
continue to receive benefits irrespective of thesigéng culture in public sector

undertakings (Gupta and Pannu, 2013). Hence, shdtrihat organisational culture

was not positively related to continuance commitm&iquite obvious.

Further results revealed that supportive culturs gignificantly and positively
related to organisational learning. Also, innovatigulture was significantly and
positively related to organisational learning. Baueratic culture was also
significantly and positively related to organisatb learning. In addition, strength of
relationship is found to be highest for supportoudture compared to innovative
culture, and strength was the least for bureawcratiture. In other words, learning
occurs when employees are ready to share knowkeaigag themselves and they are
friendly to each other. This suggests that supp®rtulture is suitable for employees
to keep learning new things. This finds suppompast research done by Silverthorne
(2004). Employees are motivated to learn when tigerenovation in organisations.
The finding suggests that innovative culture caonprte organisational learning by
providing employees the freedom to perform worke Timdings also suggest that
hierarchy and power can also promote learning. Ehisecause a certain degree of

power can be helpful to allow employees to leanw tiengs.

4.1.1.3 Objective 3: Trust — Commitment and Trust -Organisational Learning

Relationship

The findings revealed that affective trust was feslly and significantly related to

group commitment. This suggests bonding among grogmbers generates group
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commitment. This implies that greater the affectitrast, greater will be the
commitment among the group members. This is ineageat to the findings of Cho
and Poister (2013). This will be helpful to the amgsation in increasing the
effectiveness of work. However, results indicatdhttcognitive trust was not
positively related to group commitment. This suggedbat knowledge or cognitive
element does not contribute to enhancement of gomupmitment. This could be
because commitment to the group depends on thergpsldared between employees.
The findings suggest that knowledge does not affemip commitment. This leads to
the fact that affective trust is very important riheognitive trust to build group

commitment in employees.

Organisations may choose to consider group perfoceanportant for their
growth. Hence, employees give more importance toegging effective group
results. Trust is considered by employees as eakembuild emotional relationships
among themselves. Managers might trust only thosenlmers of a work group who

consider the work important to be completed on time

The results revealed that affective trust was etdted to job involvement.
This could be because job involvement is predidigdactors other than affective
trust, for example, participation in decision makims found in results of this study.
On the other hand, cognitive trust was positivety aignificantly related to job
involvement. This suggests that job involvemenstiongly affected by cognitive
trust. Cognitive trust can be perceived as a riéfiemf work experiences. The more
positive these experiences are, the higher is e ipvolvement. Cognition or
knowledge helps employees to reduce inefficienicigseir work and effectiveness in

work is maintained. Hence, employees get involvetheir job in the long run.

Findings further revealed that affective trust west positively related to
normative commitment. Cognitive trust was posiyvetelated to normative
commitment. This is because normative commitmenieasobligation on the part of
an employee to work for the organisation. This wlotbme when he is supposed to
perform at the workplace after a certain periogjahing knowledge (Appelbaum et
al., 2013). The employer would be obligated to waiftier improving his skills in the

organisation. The results also suggest that thigailbon comes out of cognition
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rather than bonding or emotional attachment ambagmployees. It is evident from
the results that affective trust was not positiveiated to continuance commitment.
This is in contradiction to past research (Mulkagt 2006). This could be due to the
reason that all employees enjoy equal facilitied side-bets in PSUs. Continuance
commitment comes into reinforcement, as a reslultthe thought of leaving the
organisation. In addition, cognitive trust was alsot related to continuance
commitment. These results suggested that emplogeeslop the will to continue
working for the organisation even when they are afbéctively and cognitively
bonded to each other. This indicates that the comemt arising out of facilities or

side-bets involved are not affected by affectiustiand cognitive trust.

Findings revealed that cognitive trust was posifivelated to organisational
learning. Organisational learning, in various forrise, enriching one’s knowledge
by problem solving or collective work involving inéing sessions for improving
performance, can help increase satisfaction byealg sound knowledge in the area
concerned. This is in accordance to a study bytSwidl Hwang (2013). In order to
promote organisation learning, knowledge is necgs3ais favour is reciprocated by
them in the form of enhanced job involvement. Hogrewaffective trust was not
positively related to organisational learning. Téiggests that organisational learning
is dependent more on the level of exchange andnghaf work experiences rather
than emotional bonding. This could be because ef rason that learning is

dependent on knowledge more than bond shared bew®veployees.

4.1.1.4 Objective 4: Participation in Decision Makng — Commitment and
Participation in Decision Making - Organisational Learning Relationship

Findings indicate that participation in decisionking did not have significant impact
on group commitment of employees. This is becaastcjpation in decision making
can cause many disadvantages in a work group. Tdarde pressures arising from
social systems to dominance by some member of tloepgdue to unequal
distribution of power. An influential member mayusa other members to follow the
decisions taken by him which may be disliked by eotrmembers. Hence,

indecisiveness, lack of consensus and group ctsfiicght arise. In such situations,
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the employee might feel neglected by his work grddence, he may not be able to
identify with his work group to the required exteifhe commitment towards his

group decreases gradually.

It is clear from the results that participation decision making was
significantly and positively related tojob involvemt of employees. Boon et al.
(2007) had suggested that employees who partidpiatedecisions reported good
levels of job involvement. This implies that jobvalvement is strongly affected by
freedom to make decisions at work andcan be pexdeas a reflection of work
experiences. The more positive these experienbeshigher the job involvement.
Employees when rewarded with autonomy, better Viekand flexible work hours,
will increase the importance of work in their sieffage. This will be attributed in the

form of adequate levels of involvement with the.job

Findings indicated that participation in decisioakimg was positively related
to normative commitment of employees. Garcia-Cabeard Garcia-Soto (2012) had
opined that ability to participate in making deciss may influence an employee’s
perception of interpersonal relationship with enyplo Participation means each
individual has been assigned some task or respbtysitndividuals have to work
together and interact for the purpose of work. Thegd to collaborate and cooperate
with each other to learn new ways of doing workthis process, they feel obligated
to work for their organisation. However, it is eeid from the findings that
participation in decision making was not related cntinuance commitment of
employees. This could be because of the reasorcémithuance commitment deals
with forgoing the costs and benefits in the evdnieaving the organisation. This is

independent of the extent of participation in diecis.

Findings indicated that participation in decisiomkimg was positively related
to organisational learning of employees. This waggssted to be researched by
Chattopadhyay et al. (1999). When employees emotygipation in decision making,
they intend to learn, disseminate knowledge witlnioups and help in the effective
functioning of the organisation. Learning occursaagsult of working over years, or
in other words, experience gathered while workimgdifferent work aspects over

time. Participation means each individual has beesigned some task or
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responsibility. Participation makes every group rbeminteract with each other to
serve the purpose of work. If any employee haddara work-related query, he will

seek help from fellow group members. In this precé=arning takes place.

4.1.1.5 Objective 5: Organisational Learning — Comiitment Relationship

Organisational learning was found to have a pasiéind significant relationship with
group commitment and job involvement. The presemig is in accordance with
previous research (Limpibunterng and Johri, 200%)s is because group learning
increases communication among the group membeis hElps to build strong social
ties. Thus, guidance and support are exhibitedhbygroup members towards each
other. Problem-solving skills are enhanced. Thdirfgeof identification of an
employee towards his work group increases gradu@tynmitment towards the work
group also increases. In this way, when all workhared by employees in a work
group, a common level of understanding about difiefjob related issues occurs.
They are attached with common organisational gola¢st commitment towards their
work group is facilitated.

The results demonstrated that organisational ilegrimad a positive and
significant impact on job involvement. This finding supported by Silverthorne’s
(2004) research. Learning is necessary in eveny efework. It is a continuous
process. Every work that is new and innovative wordquire certain amount of
learning. This suggests that learning helps in ngakie job very important in the life
of an employee. Organisational learning equipsrapleyee with the necessary skills
to work efficiently. This will help the employee building strong ties with his or job.
Hence he or she will be involved with the job.

Findings revealed that organisational learning @ related to normative
commitment and continuance commitment. Since nav@abmmitment arises out of
obligation to remain with the organisation, it istrdependent on learning. Also,
continuance commitment is concerned with the faediand monetary benefits that
an employee would have to forego if he decideg#&vé the job. This does not relate

with organisational learning.
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4.1.2 Secondary Objectives
4.1.2.1 Objective 1: Interrelationship among Multide Commitments

The results revealed that job involvement was pasyt related to group commitment
which is at par with past research (Randall andceCd991). Social ties give rise to
attachment with group members. This leads to comarnt with the work group

members as well as the job. On working with theugrahe initial reference group
gratifies one’s needs for reassurance and guidandeit exerts a lasting influence
over other behavioural attitudes like job involvernémportance of job in the lives of
employees should be perceived in their lives. Thighen they tend to place more
importance on trying to help their colleagues witieir work which leads to

teamwork and in this process, organisational |egrrs achieved.

Findings further revealed that job involvement wassitively related to
normative commitment and continuance commitmentis Touggests that job
involvement can give rise to normative commitmemdl @ontinuance commitment.
This finding gathers support from previous resegi¢aruuzum et al., 2009). The
finding suggests that involvement in the job calp m@prove the performance of the
employee. Hence, he would be recognized and thisldventitle him to benefits.

This, in turn, can develop an obligation in himatork for the organisation.

Results suggested that group commitment was naterklto continuance
commitment. This indicates that working in a gresimot related to the commitment
needed to continue working with the organisatiohisTcould be because group
commitment involves many interactions with many ugomembers which are

independent of the intention to continue workingtfee organisation.

Results also suggested that normative commitmestrelated to continuance
commitment. This result has verified Morrow’s (19@8&ims that commitment forms
are consequences of each other. This finding stgtes obligation to work can also

improve the desire to continue working for the orgation.
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4.1.2.2 Objective 2: Organisational Learning as a MKdiator between

Organisational Culture and Commitment

The study has portrayed the interrelations amongneioment forms and found
organisational learning as a mediator between gtigpo culture and group
commitment. This suggests that organisational Iegrean facilitate the impact of
supportive culture on group commitment. This isduse learning helps to increase
the skills of employee and his confidence to worithwother employees in the
organisation (Raj and Srivastava, 2013). This hklpsto improve commitment with
work group members. Baron and Kenny (1986) sugddsia three relations should
be significant, that is, between independent végi& mediator variable and between
mediator variable and outcome variable and betwadgpendent variable to outcome
variable should be significant. In this study &kse relations are significant. Hence,
mediation by organisational learning was testedctvlié positive and in accordance

with similar studies done in past (Raj and Srivest2013).

However, organisational learning did not act asealiator for the relationship
between supportive culture and job involvementoAtsrganisational learning did not
act as a mediator for the relationships betweerovative culture and group
commitment, and also between innovative culturejabhdnvolvement. Here in these
relationships, supportive culture and innovativééure are independent variables and
group commitment, job involvement are the dependemtables. The relationship
between independent variable and dependent vaighl& significant. Hence, one of
the three conditions or relationships in Baron &mhny’'s (1986) method is not
satisfied. This is why organisational learning cbabt act as a mediator. This could
be because of the reason that job involvement emgpgcommitment are not affected
by innovative culture as demonstrated in table 3tBthe previous chapter. Since
there is no relation between the independent variglmnovative culture) and
dependent variable (group commitment and job irmmignt) on the first place in this

study, there is no third variable to play the rolenediator.
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4.2 Implications

These findings carry many implications for Indiaramagers. It is important to

identify the different forms of organisational comment and develop measures to
improve the same. The results reveal that employegs marital status, education
and tenure contribute to different forms of comnatmexhibited by employees. This
study has demonstrated that individuals with egakicational level and tenure tend
to exhibit group commitment. This finding can bedemged by managers by putting
individuals specialising in a particular area tbgetin a work group. Employees can
get psychological satisfaction from their job. Thias the potential to make job
situation central to their identity. Also, expered employees can work together for

good team productivity.

This study shows that, no matter, how an employayg loe committed, that is,
continuancely or normatively, it is necessary foroaganisation to focus on these two
commitments. In addition, work does not happen lsinganded. Work group
members develop group commitment and over tims,frm of commitment is also
affected by certain demographic variables like tenAlso, managers should focus on
getting employees of all demographics to be equailglved in the job to generate

maximum effectiveness.

The findings of this study are able to provide ghsion the kind of organisation
behaviour exhibited by employees of Indian pubbkcter undertakings. This study
has examined the impact of organisational culture multiple commitments,
organisational learning and this has not beendestepirically in previous research.
Employees begin to appreciate the values, the ¢sgebehaviour, and social
knowledge that are essential for effective orgdmeal behaviour. Since
organisational culture serves many purposes inotudistablishing the norms for
employee behaviour, it is advised to maintain amed of all three dimensions of
culture that is, supportive, innovative and bureatic. Workplaces think of ways to
make the employees develop strong commitment tasntel organisation to improve
effectiveness. Workplaces should devise severabviaive methods to enhance

commitment of their employees and the consequendyative effectiveness. The
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goal of this research is to explore issues pergino the influence of culture on

different forms of commitment and organisationalrieng.

Results are relevant to top-level and middle-lemahagement in which people
are involved in the governance of the organisatiooth directly and indirectly.
Commitment forms like normative commitment, conéinoge commitment, job
involvement and group commitment develop when arpleyee is motivated
effectively. A good number of employees believet tarking for extended hours
increases productivity. However, it does not nemeélysimply more productivity.
Hence, there should be fixed working hours andnogtn time management. Due to
growing pressure, few employees who have persdii@ation towards their families
such as nursing mothers and stressed individulatgjléd be provided with flexible
working hours. In this way, culture can become suiye to cater to different needs

of employees.

Organisations can work towards building a highlynpetitive workforce by
adopting three strategies. Firstly, a balance obwative and supportive cultures
should co-exist so that employees can perform ieffitty. This would ensure
employees’ personal freedom to utilize their ale#it Secondly, the workplace should
be dynamic enough to create employees with highnutment and high job
involvement. Thirdly, the organisations should easthat all employees get the
necessary support, recognition and guidance iwthri they perform. This strategy
potentially generates cordial relations. Such dumung environment is conducive to
promote job involvement, normative commitment armhtmuance commitment

among employees.

The present study has been able to identify thee ablemployees’ participation
in decision making on attitudinal outcomes. Theaultssare pertinent to top as well as
middle level managers who are involved in the goamece of the organisation
directly and indirectly. As globalisation and ecanpis growing, there exists tough
competition among the public sector undertakingse Tecommendations of Black
and Gregersen (1997) that organisations specifyettient, level and purpose of
participation to minimise dissatisfaction and owsne the inherent paradoxical

problems of participation are endorsed in the prestidy. The findings support calls
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from previous researchers that increasing participacreates a stronger sense of

ownership or identity and commitment with the jabyis and Smith, 1992).

This study has also pointed the mediation effeadr@pgnisational learning,
which implies that if there exists a good orgamisel culture that promotes the
interests of the employees, then organisationshegmprovide employees with better
work experiences leading to enhanced commitmentarndsv the organisation.
Organisational learning in various forms like ehnig one’s knowledge by problem
solving or collective work involving training seess for improving performance can
help increase satisfaction by achieving sound kadge in the area concerned. In
order to promote organisation learning, a suppertiture is necessary. Cultures that
trust, support and nurture the interests of emm@syare often preferred. This favour is
reciprocated by them in the form of enhanced comuienitt.

Employees need information, involvement and pgdton as prerequisites to
develop the skills that contribute to positive anbmous outcomes. An implication of
the present study is that all employees havingifsignt amount of organisational
commitment would have strong group commitment. &foee, it is essential on the
part of the organisation to ensure that employee$appy within their organisations.
Fair measures should be adopted by the managerkemtdcentralising at all levels,
giving recognition to the employees in the form refvards and other beneficial
measures like providing free canteen facilities andreasing remuneration for
working overtime. Many individuals have a minddsttlonger working hours is in
the welfare of the organisation. However, longerkig hours does not necessarily
imply more productivity. Hence, the organisatiohswdd ensure fixed working hours
and optimum time management. Also, in the lightle&dnging competition, flexible
working hours can be provided to employees who hgmarsonal obligation towards

their families.

The public sector undertakings can work on buildanchighly competitive
workforce by adopting three strategies. First, tbay leverage the positive effects of
employee participation by making decentralisedcstmes. Decentralisation helps the
employees feel that they have an active role immiing the policies of the

organisation.Second, public sector undertakingsilshmold interactive sessions about
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performance and responsibilities. Communicatiorthiese sessions would help to
bring people from different departments togethed discuss common technical and
welfare issues related to the organisation. Sucési@es would build group

commitment as people sharing common interests woalde forward in making

positive results in the form of increased produttiand performance. Third, the
organisations should ensure that the senior membeognise their junior colleagues
as equally potential employees. This would prowide junior employees with the
necessary support, recognition and guidance feebpérformance.

4.3 Conclusion

The purpose of the study was to examine the impécbrganisational culture,

participation in decision making and trust on d#éi@ commitment forms. The

relationship between organisational culture andugraommitment reveals that
supportive and bureaucratic cultures promote gampmitment. The findings reveal

that participation in decision making can enhanob jnvolvement, normative

commitment and organisational learning. This figdireinforces the fact that

employees who are involved in decision making haeeability to share certain task
or responsibility so that they feel they are cdmiting towards the success of the
organisation. Through participation in decision mgk managers can ensure that
employees are committed and they learn within vgodups.

The present study is the first of its kind to exanorganisational culture in
Indian public sector undertakings. A unique conifidkin of this study is that it has
responses from employees working in different d@pants of public sector
undertakings which are considered to be one osi@ficant contributors to foreign
exchange earnings in India. It focuses on the itapoe of normative commitment
and continuance commitment which is considered @ngcial for employees to
continue working and not quit. All three types oftare (supportive, innovative and
bureaucratic) coexist in different departments imitin organisation in India. Finally,
this study is innovative as its implications haweatcibuted to research in non-western

economies, where very limited literature supposvailable regarding measures that
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can be taken by managers to obtain desirable emgl@titudes like normative

commitment and continuance commitment.

Findings suggest that learning occurs when emp®yeork together. In the
event of problem solving, there is collective waibwards finding a solution.
Learning is a process of gaining knowledge and avipg skills. Employees should
be willing to learn throughout their working spdh.includes the ability to solve
problems critically. This helps to work togetherfeetively and hence build
commitment towards the organisation. Learning ipracess of collective work
towards a common goal. When the goal or learniragiseved, the employees of the
group will feel a sense of attachment towards tioeig and hence group commitment
is strengthened. Employees feel they can identifig thhe organisation more in terms

of effectiveness, fulfilment, and job involvement.

Social needs of the employee would be met by lgagood colleagues at
work. Rewards and recognition helps him or he gateem in the organisation. If the
employee feels that his knowledge and skills aregoeecognised fully within the
group and organisation, his desire of actualisatronld be fulfilled. Creativity in the
work environment would help him ensure aesthetedse The cumulative impact of
these positive fulfilments would build commitmeniMards the organisation. Certain
tasks in organisations involve working in groupsteams. In such cases, team spirit
should develop among individuals. Team spirit hdlpsmprove job involvement
levels of employees in a developing country. Thumervthe members of the work
group of an individual provide support and guidammcerork, the satisfaction obtained
by good work will help in observing significant aomd of group commitment. It has
been observed that an individual spends aboutlaredf one’s life at the workplace
(Indiatoday, 2016). As a result, good work envir@minthat results from working
cooperatively would result in mental satisfactiondapeace of mind. Their

expectations would be fulfilled resulting from singrwork equally in groups.
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4.4 Limitations

1. Organisational commitment forms like continuancemmitment, normative

commitment, group commitment and job involvemerdles over time during the
various phases of business cycle in an organisafloganisational commitment is
dependent on external factors like economic andkebaronditions. Hence, future
research can focus on looking at organisational necibment forms using

longitudinal studies and including affective conmeint.

. This study specifically includes Indian publecsr undertakings. Thus, the results

of the study should be used carefully while apmlyio other companies such as
multi-national companies (MNCSs). The diverse sanfie different MNCs could
lead to better understanding of the model. Theystushsiders the cross-sectional
data only. This generates a future scope of testngality with longitudinal data.

. A combined quantitative and qualitative studygimiprovide further insight into

employees organisational commitment forms.

. Data were collected from employees working iblRuSector Undertakings in the

states of Orissa, Madhya Pradesh, Delhi, West BeAgaam, Maharashtra and
Karnataka. However, precaution was taken to includkta from these

organisations so that maximum regions were covaceaks India.

5. A possible extension of this study can be tavera the effects of other variables,

like, job satisfaction, as mediating variables ihe trelationship between

antecedents and outcomes.

4.5 Contributions of the Thesis

1.

2.

The present study has addressed the ambiguityg@ngational culture and this
has cleared the researchers’ understanding of étetianship between the
different dimensions of organisational culture amgdanisational commitment in
public sector undertakings.

Although, there are studies which have verified tteationship between
participation in decision making and organisatioc@hmitment. But, the present

study extends the literature by verifying the rielaship between participation in
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decision making and other commitment variables saghob involvement and
group commitment.

Employees exhibit more than one form of commitmsimiultaneously in the
workplace. This study has verified the impact ajasrisational culture, trust, and
participation in decision making on multiple comménts such as, normative
commitment, continuance commitment, job involvemeamid group commitment
in a single framework. This would open up new \astar the development of
knowledge in the areas not attempted so far.

Examination of mediating role of organisationalrieag between organisational
culture, trust, and participation in decision makiand multiple commitments
such as organisational commitment, job involvemantl group commitment in a
single framework is another area where the thesis made significant

contribution.
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APPENDIX |
ABBREVIATIONS
BC — Bureaucratic culture
SC — Supportive culture
IC — Innovative culture
CT — Cognitive Trust
AT — Affective Trust
PDM - Participation in Decision Making
OL - Organizational Learning
OC - Organizational Commitment
GC — Group Commitment
NC — Normative Commitment
CC — Continuance Commitment
JI — Job Involvement
SEM - Structural Equation Modeling

PSUs — Public Sector Undertakings
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APPENDIX Il

QUESTIONNAIRES

Dear Respondent,

| am doing research in the area of Human Resouvt@sagement. | am in data
collection stage at present. | have selected fesomes for this purpose whose views, |
consider valuable. You are one amongst them. Thwexekindly go through the

guestions attached herewith and please mark yoproppate response. There are
three sections and it will hardly take 30 minutesrtark for all the items. Please do
not leave any item unmarked. Since there is nbtragg wrong answer, you are

requested to express your views freely. | assutetiat your responses will be kept

strictly confidential and will be solely used faraalemic purposes.

Thanking you for your kind cooperation.
Yours Sincerely,

ShilpiSaha,

Research Scholar,
Department of Humanities, Social Sciences and Mamagt,
NITK, Surathkal,

e-mail: shilpisaha@nitk.edu.in
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Please put a tick ma[kg

1.

General Information

in the appropriate box

Gender Male Female
Age 21-3Caye 31-40 years
4Q0-¥ears 51-60 years
Marital Status Single Married
Highest Qualification Diploma
(full time)
raduate

rofessional Graduate

od? Graduate
h.B.
thers
5. Grade
6. Level of Management Entry level
Middle level
Senior level
7. Current department
8. How long have you been with your present employer? years
9. How long have you been in your profession/service? years
10. Salary range per annum 5/00.00,00,000
10,00,000-15,00,000
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Instructions

SECTION A(l)

Please read the following statements carefullye Fiptions ranging from “does not

describe my organization” to “describes my orgatnramost of the time” are given

against each statement. The items below ask fondh&e of your organization. You

are needed to participate by putting a tick mark X in the appropriate box that

describes your organization in the best way. Pldaseot leave any item unmarked.

SI. No.

Statement

Responses

How does the
following describe
your

organization?

Describes
my
organization
most of the

time

Describes
my
organization
a fair

amount

Describes my
organization

a little

Describes
my
organizatim
almost

never

Does not
describe my

organization

OoC1

The management
style is
characterized by
risk-taking and

innovation.

OoC2

The management
style is

characterized by
collaboration and

teamwork.

OoC3

Organization
structure is

hierarchial.

OoC4

In my

organization,
formal procedures
generally govern

what people do.
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SI.No.

Statement

Describes
my
organization
most of the

time

Describes
my
organization
a fair

amount

Describes my
organization

a little

Describes
my
organization
almost

never

Does not
describe my

organization

OC5

My organization
is relationship-
oriented/like an

extended family.

OoC6

My organization
is results-oriented
(getting the job

done).

oC7

My organization
is characterized a

creative.

oCs8

Encouraging new
things and
prospecting for
opportunities are

valued.

OoC9

People are very
sociable in my

organization.

OC 10

My organization
IS a structured

place.

oC1

My organization
is a pressurised

place.

OC 12

My organization
is an ordered

place.
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SI.No.

Statement

Describes
my
organization
most of the

time

Describes
my
organization
a fair

amount

Describes my
organization
a little

Describes
my
organization
almost

never

Does not
describe my

organization

OC 13

My organization
is a very
stimulating and
dynamic place.

OC 14

My organization
is a regulated and
controlled place.

0OC15

The management
style is
characterized by
personal freedom,

OC 16

My organization
is nurturing and
equitable for
employees.

oC 17

My organization
is a safe place.

OC 18

My organization
creates new
challenges. Being
on cutting edge is
emphasized.

OC 19

Enterprising — my
organization
emphasizes
acquiring new
resources.

OC 20

My organization
is established with
formal rules and
policies.
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SI.No.

Statement

Describes
my
organization
most of the

time

Describes
my
organization
a fair

amount

Describes my
organization

a little

Describes
my
organization
almost

never

Does not
describe my

organization

OoC21

My organization
IS cautious
(careful) about the
work of

employees.

OC 22

Mutual trust and
loyalty is the glue
that holds my
organization

together.

OoC 23

My organization
is a competitive

place.

OoC 24

My organization
has power-

oriented structure,
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SECTION A(ll)

Instructions

Please read the following statements carefullye Biptions ranging from “always” to
“never” are given against eachstatement. The iteslewv ask for the extent to which
you actually participate in decision-making in yauganization. Please put a tick (

) mark in the appropriate box. Please do not leayeitem unmarked.

Sl. No. Statement Responses

Always | Often | Sometimeg Rarely| Never

PDM 1 | Can you discuss work
problems  with  your

superior?

—

PDM 2 | Do you have a significan
say in decision-making at

work?

PDM 3 | Can you participate i

>

decisions affecting issues

related to your work?

PDM 4 | Can you satisfactorily
consult with your

superior about you

=

work?

PDM 5 | Can you participate i

>

decisions about what is
and what is not a part of

your work?

PDM 6 | Do you participate if

=}

decisions about the

nature of your work?

PDM 7 | Do you have a direct

influence on your
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department’s decisions?

PDM 8

Do you have an influencge
on the distribution of

work among you and

your colleagues?
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SECTION A(lll)

Instructions

Please read the following statements carefullye Figtions ranging from “Strongly

agree” to “Strongly disagree” are given againstestatement. The items below ask

your opinion abouttrust with any peerin your orgation. Please put a tick( )

mark in the appropriate box of your response. Rleasnot leave any item unmarked.

SI.No.

Statement

Responses

Strongly

agree

Agree

Neitheragree
nor

disagree

Disagree

Strongly
disagree

AT1

I  have a sharing

relationship  with  my

colleagues. We freely

share our ideas, feelings

and hopes.

AT 2

| can talk freely to my
colleagues about

difficulties | am having at
work and | know that

they will listen.

AT 3

| would feel a sense ¢
loss if one of us wa
transferred and we cou

no longer work together.

=

AT 4

If | shared my problems
with my colleagues, |
know they would respon
constructively and

caringly.

=5

ATS5

| would have to say that we
have made considerable
emotional investments in

our working relationship.
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SI. No.

Statement

Strongly

agree

Agree

Neither agree
nor

disagree

Disagree

Strongly

disagree

CTo6

My colleagues approach
their jobs with
professionalism and

dedication.

CT7

Given my colleagues’
track records, | see no
reason to doubt their
competence and

preparation for the job.

CT8

I can rely on my

colleagues not to make

my job more difficult by

careless work.

CT9

Most people, even tho
who are not close friend
of my colleagues, trus
and respect them &

colleagues.

CT 10

Other colleagues of mir
who must interact with
one of the colleague
consider him/her to b

trustworthy.

e

1)

CT1

If people knew more about
this colleague and his/her
background, they would be
more concerned and
monitor his/her performanc

more closely.

D
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SECTION B
Instructions
Please read the following statements carefullye Fiptions ranging from “strongly
agree” to “strongly disagree” are given againsthestatement. The items below ask
your opinion about your observations of individugsoups and the structure, culture
and vision of your organization. Please put a (igdk) mark in the appropriate box of

your response. Please do not leave any item uniharke

Responses
Sl.No. Statement Strongly | Agree Neither agreg Disagree| Strongly
agree nor disagree
disagree

oL1 We have a strategy that
positions us well for the
future.

OoL2 My organizational
structure supports our
strategic direction.

OL3 My organizational
structure allows us to
work effectively.

OL4 Our operational
procedures allow us tp
work efficiently.

OL5 My organization’s
culture could be
characterized as
innovative.

OoL6 We have a realistic yet
challenging vision for
the organization.

OoL7 We have the necessary
systems to implemer
our strategy.

—

OL 8 Our organizational
systems contain
important information.
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SI.No. Statement Strongly | Agree Neither agreg Disagree| Strongly
agree nor disagree

disagree

n

OL9 We have company filg
and databases that dre
up-to-date.

OL 10 | We have an
organizational culture
characterized by a high
degree of trust.

161



SECTION C

Instructions

Please read the following statements carefullye Kiptions ranging from “Strongly

agree” to “Strongly disagree” are given againsthestatement. The items below ask

your opinion about your commitment. Please putk (v ) mark in the appropriate

box of your response. Please do not leave anyutamarked.

SI.No.

Responses

Statement

Strongly

agree

Agree

Neither
agree nor

disagree

Disagree

Strongly

disagree

CC1

| am not afraid of what migh
happen if | quit my job
without having another on
lined up.

CC2

It would be very hard for m
to leave my organization righ
now, even if | wanted to.

D

—

CC3

Too much in my life would be

disrupted if | decided | wante

to leave my organization now.

CC4

It would not be too costly fo
me to leave my organizatio
now.

>

CC5

Right now, staying with my
organization is a matter ¢
necessity as much as desire.

CC6

| feel | have too few options t
consider leaving this
organization.

O

CC7

One of the few seriou
consequences of leaving th
organization would be th
scarcity of available
alternatives.

is

D

cCcs8

One of the major reasons |
continue to work for this
organization is that leaving
would require considerable
sacrifice — another
organization may not match
the overall benefits | have
here.

1
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SI.No.

Statement

Strongly

agree

Agree

Neither
agree nor

disagree

Disagree

Strongly

disagree

NC 1

| think that people these days
move from company t(
company too often.

NC 2

I do not believe that a
person must always be
loyal to his/her
organization.

NC 3

Jumping from organization fo
organization does not seem

unethical to me.

NC 4

One of the major reasons

continue to work for thig

2]

organization is that | believ

loyalty is important ang

therefore, feel a sense of moral

obligation to remain.

NC 5

If 1 got another offer for a
better job elsewhere, | would
not feel it is right to leave m

organization.

NC 6

| was taught to believe in the
value of remaining loyal t¢

one organization.

NC 7

Things were better in the days

when people stayed with one
organization for most of their

career.

NC 8

| do not think that wanting tp
be “a company man” or
“company woman” is sensiblg

anymore.

Ji1

The most important things that
happen to me involve my

present job.
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SIl.No. Strongly | Agree Neither Disagree | Strongly
Statement agree agree nor disagree
disagree

Ji2 To me, my job is only a small
part of who | am.

JI 3 | am very much involved
personally in my job.

Ji 4 | live, eat and breathe my joh.

JI5 Most of my interests are
centred around my job.

JI 6 | have very strong ties with
my present job, which would
be very difficult to break.

Ji7 Usually, | feel detached from
my job.

Ji 8 Most of my personal life goals
are job oriented.

Ji9 | consider my job to be very
central to my existence.

JI 10 | like to be absorbed in my jab
most of the time.

GC1 | am prepared to do additional
work, when this benefits my
work team.

GC2 | feel at home among my
colleagues at work.

GC3 | try to invest effort into a
good atmosphere in my team.

GC4 In my work, | let myself be
guided by the goals of my
work team.

GC5 When there is social activity
with my team, | usually help
to organize it.

GC6 This team lies close to my
heart.

GC7 | find it important that my

team is successful.
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