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ABSTRACT
In recent days importance of employees and their attitude is getting attention; this made
numerous studies to analyze the behavior of individual in workplace. Andrade and Drake (2009)
also affirm that managing human resource is essential in current scenario. With the methodology
of Chronological study of reviews, this study was conducted to assess the behavioral of
individuals in workplace, especially focused on job satisfaction, job involvement and
organizational commitment. The researcher fined significant relationship between job
satisfaction, job involvement and organizational commitment.
Key words: Job Satisfaction, Job Involvement and Organizational Commitment.

1. INTRODUCTION
In the current climate of turbulent changes and intensified competition, companies have
begun to realize that the employees are their most valuable asset (Glen, 2006; Govaerts et al.,
2011; Fulmer & Ployhart, 2014; Vomberg et al., 2015; and Millar et al., 2017). Satisﬁed and
motivated employees are vital for existingbusiness and a key factor that distinguishes successful
companies from the alternative. Job involvement, Job satisfaction Involvement and commitment
are imperative for productivity and to achieve the organizational goals, more over they are the
determinants of employees’ work place behavior. Those things even had a role in creating
organizational changes and implementation of new technologies also. (Meyer et al., 1998)
Regardless of the strategy followed by the company, good, satisfied, involved and committed
people are very much required. Nothing can be accompanied without them and nothing can
replace the place of intellectual capital (Enrico, 2019).
2. JOB INVOLVEMENT
The term job involvement was first coined by Lodahl & Kejiner (1965). According to
(Khan & Nemati, 2011; Lubakaya, 2014) job involvement is the psychological perception of an
individual about the work or significance of work in the individual’s self-image. Kanungo (1982)
find that job involvement be likely to be a function of how much the job can satisfy an
employee’s immediate needs. Further, he found that individuals who proved high work
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involvement considered their jobs, a significant part of their identity. Job involvement is strongly
influenced by the perception towards work. Individuals may become involved in their jobs
because of the specific qualities of their work (Joby Jose, 2014). Joiner & Bakalis (2006)
suggested that job involvement describes how interested, involved, and occupied the employee is
in the goals of an organization. Individuals with high degree of job involvement hardly think of
leaving their jobs and they will create a predictable future for their organization (Brown, 1996).
Gopinath (2019 a) had investigated factors of job involvement among the teaching faculties.
Based on the results, it’s concluded the job involvement variables influence to the knowledge
management very positive manner.
2.1 DETERMINANTS OF JOB INVOLVEMENT
Cheng Chun Hao et.al, (2009) find the following are the critical determinants of Job
Involvement.
PERCEIVED ORGANIZATIONAL SUPPORT
Perceived organizational supports (POS) refers, employees’ perception related to the
extent to which the organization values the contribution and care about their well-being.
(Rhoades & Eisenberger, 2002) POS indicates the employer’s commitment and concern on the
employees and is expected to influence the attitudes, behaviors and job involvement of
employees. (Cole et al., 2002; and Eisenberger et al., 1986) POS represents the positive value of
the organization and care for the employees’ welfare. To reciprocate the care employees obliges
to return the best to the organizational success. (Cropanzano et al., 2001; Mowday et al., 1982;
Rousseau, 1995; and Wayne et al., 1997).
PEER RELATIONSHIP
Peer relationships become more imperative when people are working in a complex
working environment that requires team work. Research indicates that aged employees interact
with peers more frequently and longer than younger ones, both within organization and out of
organization. (Larson & Richards, 1991). Good peer relationship will make the employees to
engage in aggressive behavior (Newcomb et al., 1993), and leads to loneliness and depression
(Parker et al., 1995). As result, employee with good peer relationship might have better
involvement in job than that of others.
GUANXI NETWORK
Guanxi means the system of social network which facilitate business and other business
related dealings. The employee with superior guanxi and might have the ability improve the
organization’s performance. They provide assurance and trust to the organization and create
obstructions to the competitors (Vanhonacker, 2004). Guanxi can be defined as a distinct type of
relationship which contains trust, favor, dependence and adaptation (Wong, 1998). Farh et al.,
(1998) found that guanxi relationships promote interpersonal trust among individuals. Obviously
employee with these traits might have high level of job involvement.
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2.2 CONSEQUENCES OF JOB INVOLVEMENT
TURNOVER AND ABSENTEEISM
Many researchers used job involvement as prime predictor of turnover and absenteeism
(Brown, 1996) Job involvement is considered as opposite of perception of disaffection (Argyris,
1964; Kanungo, 1979 & 1982) or it can be said job satisfaction is the foundation for job
involvement. Job involvement has negative relationship with job insecurity, in other words the
employee with low involvement may perceive more threat of job insecurity, which will leads to
job turnover and absenteeism (Greenhalgh & Rosenblatt, 1984).
PRODUCTIVITY
It can be said that when an employee involved in his job enthusiastically, it means they
consider their job as an important part of their life (Dubin, 1966) and they recognize their
performance significant for their self-worth (Gurin et al., 1960) this means this perception of job
involvement plays a significant role in production as these kind of people are driven by
performance.

3. JOB SATISFACTION
Satisfaction at work is a complex and ambiguous to define, because it is too subjective
and multidimensional. As everyone has their own needs and goals, the satisfaction of a person
dependson their personal ambition, role in the company, expectations at work, and their
experiences in daily life (Gopinath, 2016). Due to this peculiar character and complication in
nature, Job satisfaction has so many researches in the sphere of human resource management and
organizational behavior. Researchers at the University of Minnesota concluded that satisfaction
curtails from 20 different dimensions including: recognition, compensation, supervision, job
security, and advancement on the job (Weiss et al., 1967). Beyth-Marom (2006) emphasized
that, when studying job satisfaction, thepeculiarities of human resources management must be
considered. The job satisfaction is deﬁned as a “pleasurable or positive emotional state resulting
from the appraisal of one´s job or job experiences” (Schneider & Snyder, 1975; and Locke,
1976). Mobley & Locke (1970); and Spector (1997) defined ‘Job satisfaction and dissatisfaction
are functions of the perceived relationship between, what one expects and obtains from one’s job
and how much importance or value one attributes to it’. Job satisfaction is a prime component for
employee motivation, which is an essential factor for one’s behavior in an organization. It is a
combination of any psychological, physiological and environmental circumstances that cause a
person honestly satisfied with the job (Hoppock, 1935; and Singhai, 2016). It has the positive
outcomes of reducing employee turnover, absenteeism, and augmenting motivation and
organizational commitment. Happy employees are extremely important for organizational
success. Happiness at work is a foundation for creativity, innovation, organizational commitment
and citizenship. We couldn’t even imagine a workplace full of irritable, disgruntled and cranky
employees who are deeply unhappy with their jobs, which create so many issues to the
organization. (Sumbul Tahir & Sajid, 2019) associated job satisfaction with the organization’s
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social responsibilities; he concludes job satisfaction encompasses the extent to which the
company can promote the health and well-being of its employees. It also represents the extent to
which expectations are and match the real awards. (Davis & Nestrom, 1985; and Spector, 1997)
emphasizes that to understand employees attitudes it is important to understand the dimensions
of job satisfaction. Weiner (1980) stated that job satisfaction is primarily dependent on the nature
of the job itself; job challenges, independence, skill variety and job scope are the major
determinants. As a whole Job satisfaction is a subjective process, it is very difficult to define, it is
subject to the influenced by the internal and external forces of the organization, it has the power
to affect the physical and mental health of the worker, as well as the capability to affect, in their
personal and professional behavior (Robbins, 2005).
3.1 FACTORS INFLUENCING JOB SATISFACTION
According to Luthans (2011) following are five factors have been extensively researched
and used to measure job satisfaction over the years, they represent the most important features of
a job about which employees have emotional opinions. Gopinath (2016 a) studied made an effect
to analysis the impact of job satisfaction was evaluated by using work, supervision, pay,
promotion and co worker in Job Descriptive Index (JDI) scale (Smith et al., 1969; Gopinath,
2016 b). Main Study concluded significant difference between Job Satisfaction factors related
with overall Job satisfaction and there is a positive relationship exists between the factors of job
satisfaction (Gopinath, 2016 c).
WORK ITSELF
Luthans (2011) described the work itself as “The extent to which the job provides the
individual with interesting tasks, opportunities for learning, and the chance to accept
responsibility.” (Luthans, 2011; and Lumley et al., 2011) also insisted that the job satisfaction is
high when employees are challenged and given enough opportunity to utilize their skills and
knowledge. So we can say the content of the work itself is the prominent factor for job
satisfaction.
PAY
Luthans (2011) defined pay as “the amount of financial remuneration that is received and
the degree to which this is viewed as equitable vise-versa that of others in the organization” Pay
and benefits are considered as multidimensional factors which plays an important role in
determining the job satisfaction. Employee is used to interpret their role and importance in an
organization in the form of financial allocation only. Neog & Barua (2014) found that salary
holds important role in determining the level of job satisfaction compared with other major
factors.
PROMOTION
Promotion is perceived as the prospect of advancement within the organization (Luthans,
2011). Based on the various forms of accompanying rewards associated with, promotion
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opportunities have a varying effect on job satisfaction. According to Luthans (2011) an
individual who is promoted based on performance would experience more satisfaction than one
got promoted on seniority basis. The pay, recognition or rewards associated with the promotion
would influence the degree of satisfaction, the more the associate benefits the higher the
satisfaction. Luthans (2011) in his study, find that the promotional opportunities are like before
two decades, the flattening of organizations has the limited promotional opportunities. So
employees are reinvigorated, reinforced and given openings for intellectual growth and skills
development which may be more important than promotion opportunities.
CO-WORKERS
Research has shown that approachable, supportive and technically sound co-workers are
imperative sources of job satisfaction for individuals. Luthan (2011) described the role of coworkers in job satisfaction as the “degree to which fellow workers are technically proficient and
socially supportive” And a job that requires the support of co-workers will have higher
satisfaction.
SUPERVISION
According to Luthans (2011) supervision is “the abilities of the supervisor to provide
technical assistance and behavioral support.” This also plays a role in determinant of job
satisfaction. According to Robbins (1993), Lumley et al., (2011) “satisfaction increases when
the immediate supervisor is understanding, friendly, offers praise for good performance, listens
to employees’ opinions and shows personal interest in them” According to Luthans (2011)there
are two types of supervisory styles that influence job satisfaction. One is employeecenteredness, which the supervisor taking personal cares on employees the other dimension
influencing the employee to perform. Both have their own impact on job satisfaction.
3.2 CONSEQUENCES OF JOB SATISFACTION
PRODUCTIVITY
Studies revealed a positive relationship between job satisfaction and productivity
(Luthans, 1989). According to Ostroff (1992) companies with satisfied work force has more and
effective productivity than the companies with fewer satisfied workers. But Robbins et al.,(2003)
find the positive relationship between job satisfaction and production is not at the same level for
all individuals.
TURNOVER INTENTION
The employees with less job satisfaction, may have the intention of turnover, numerous
studies have reported a significant negative correlation between job satisfaction and turnover
intention (Martin & Roodt, 2008; and Randhawa, 2007). So the reduction in job satisfaction may
increase the intention of turnover and the higher the levels of job satisfaction the lower the
intention to quit the organization.
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4. ORGANIZATIONAL COMMITMENT
Organizational commitment is the employees’ state of being committed to assist in the
achievement of the organization’s goals and includes the employees’ levels of identification,
involvement, and loyalty towards the organization (Caught & Shadur, 2000; and Mowday et al.,
1979). Gopinath (2019 b) concluded the organisational commitment variables findings of that the
employee will contribute to the exchange of knowledge; especially the knowledge management
practices within the organization regarding the level of their employee’s attitude and this will
give to the development of work place. When thinking in this way commitment is beyond
loyalty, this is the willingness of individual to contribute them for the development of the
organization. Miller (2003); and Porter & Steers (1974) are highlighted organizational
commitment as a state of relationship which an employee maintains with a particular
organization, and with its goals and wishes, and to maintain membership in the organization. It is
therefore, the degree in which an employee is willing to maintain association due to interest and
his perceptiontowards organization’s goals and values. And commitment is closely related with
work-related factors like employee turnover, absenteeism and performance (Mowday et al.,
1979; and Walton, 1985). A commonly accepted phenomena about organizational commitment
is, employees who are strongly committed to an organization and are least likely to quit the
organization, hence this is a psychological state that binds an individual to an organization
(Meyer & Allen, 1991).
4.1 DETERMINANTS OF ORGANIZATIONAL COMMITMENT
Research found two major classifications in the determinants of organizational
commitment. One is Personal characteristics and the next is situational attributes. The first one
includes age, experience in the organization, and level of education and gender of employees.
Situational attributes arethings that are facilitated by organizational policies, structures and
practices (Kassahun, 2005). As we have control only on personal characteristics and not on
organization related situational factors, let’s have a discussion on personal characteristics alone.
AGE
Kasshun (2005) has found a positive relationship between employee’s age and levels of
commitment. And positive correlation between costs involved in leaving an organization as age
increase (Mathiue & Zajac, 1990). Likewise, Meyer and Allen concluded that “older workers
become more attitudinally committed to an organization for a variety of reasons, including
greater satisfaction with their jobs, having received better positions, and having "cognitively
justified" their remaining in an organization”.
TENURE
Experience in the organization and the organization commitment has positive relationship
especially among senior managers rather than low level and middle level managers. (Kassahun,
2005; Mathieu & Zajac, 1990; and Iqbal, 2010) are concluded that the longer employees
continue with an organization the greater the commitment. Employees who are beginners in
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anorganization are expecting to be less committed to the organizationcompared to the
experienced one.
LEVELS OF EDUCATION
Mathieu & Zajac (1990) have found an inverse relationship between education level and
organizational commitment. This inverse relationship may the consequence of, more educated
employees use to have high expectations form the organization which is difficult to meet. Iqbal
(2010) in his study insisted the same relationship, further he argued that the more educated
employee may have more alternative employment opportunities and as such don’t have high
commitment towards the organization.
GENDER
Earlier research on the effect of gender and commitment state that women have a
tendency to be more committed and it was assumed that, this was due to the fact that when they
were entering organizations which previously were male dominated, and in such situation
woman had to work harder, and have the compulsion to prove that they felt more committed to
the organization. Contrary to previous research Mathieu & Zajac, (1990) found in his studies in
general there is no consistent relationship between gender and organizational commitment.
4.2. CONSEQUENCES OF ORGANIZATIONAL COMMITMENT
JOB PERFORMANCE
Meyer et al., (2012) found that employee’s commitment towards organization was a
strong factor connected with job performance.
TURNOVER
Several studies were conducted to predict the relationship between organizational
commitment and turnover intention. Mowday et al., (1979) and Muchinsky (2003) stated in their
study about the relationship between organizational commitment and turnover intentions, they
found organizational commitment has strong negative effect on turnover intention. The recent
researches of Lee et al., (1992); Meyer & Allen (1996); and Gunter et al., (2012) were also
insisting the negative relationship between turnover intention and organizational commitment.
Cohen (1993) in his study suggested the level of organization commitment can be used as a
predictor of turnover intention.

5. RELATIONSHIP BETWEEN JOB SATISFACTION JOB INVOLVEMENT AND
ORGANIZATIONAL COMMITMENT
Ismail & Razak (2016); Gopinath & Kalpana (2019); Ayeni & Phopoola (2007); and
Srivastava (2013) are found substantial relationship between job satisfaction and organizational
commitment. Okpara (2004) in his study proposed that job satisfaction and commitment are
crucial determinants of employee turnover, absenteeism, performance and productivity. But,
Currivan, 1999; McFarlane et al., 1989, found the relationship between job satisfaction and
organizational commitment and its impact on turnover intention is contradictory. Martin &
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Roodt, 2008; and Tett & Meyer, 1993 in their study, proposed job satisfaction has strong
influence on turnover intention then organization commitment. Baron & Greenberg (2005) are
also insisting that job satisfaction among employees is predictor of organizational commitment
and it also depends on the organizational related factors and personal factors. Gunlu et al., (2009)
in his study among hotel managers found significant relationship between the organizational
commitment and job satisfaction, and the extrinsic, intrinsic job satisfaction had a substantial
effect on commitment. Mathew (1991) emphasizes that relationship between job satisfaction and
organizational commitment and the influence of commitment on satisfaction. His study
underlined that the two variables were reciprocally related, but that the influence of satisfaction
on commitment was stronger than commitment on satisfaction. Gopinath (2019 c) examined the
association between the Job Involvement and Organizational Commitment. Job satisfaction is
recognized as an element of organizational commitment and also that the work environment
gives a positive relationship to job satisfaction. It’s concluded organizational commitment is
extent to which employees are loyal to the organization.
Singh & Gupta (2015) pointed to the similarity of the concepts of job involvement and
organizational commitment; both are associated with worker’s perception about the job.
However, these two constructs different. Job involvement is more associated with psychological
identification of worker’sopinion on job, while organizational commitment is more associated
with worker’s attachment to the organization (Brown & Leigh, 1996; and Kanungo, 1979)
reported that job involvement is related to organizational commitment and low job-involved
employees likely to leave the organization and divert their energy outside the jurisdiction of
organization. Whereas, according to Cohen (1999) the individuals with high levels of job
involvement are likely to have great commitment towards organization, as they believe they have
to compensate the organization for all benefits it has provided to them.
Even though the studies of Currivan (1993); Price & Mueller (1981); Mathieu & Farr
(1991); and Martin & Roodt (2008) elucidated reciprocal relationship between job satisfaction
and organizational commitment, the general agreement is that there is a positive relationship
between the two concepts (Eliyana et al., 2012; Eslami & Gharakhani, 2012; Lumley et al.,
2011; and Matheiu & Zajac, 1990). Overall there are more evidences indicating positive
relationship job satisfaction and organizational commitments. We should note that job
involvement is not expected to positively influence organizational commitment in all situations.
In many cases worker is highly involved in a specific work but not having commitment towards
the organization (Blau & Boal, 1987).
CONCLUSION
In today’s competitive environment intellectual capital is the important asset of an
organization. Accordingly, this study was conducted to predict the employees’ work place
behavior as it is important today. Job satisfaction, job involvement and organization commitment
are the prime determinants of employees’ work place behavior (Muharrem Tuna et al., 2016).
Thus organizational commitment is considered a decisive constituent to the existence of
organizations and it has various outcomes such as productivity and overall performance.
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Gopinath (2016 d) Job Satisfaction Employees would make a positive contribution to their
respective organization and may lead to increase the effectiveness. Job Satisfaction Employees
would make a positive contribution to their respective organization and may lead to increase the
effectiveness (Gopinath, 2016 e). And job involvement and job satisfaction has positive
relationship with organizational commitment; Mohammed & Eleswed (2013), Kanwar et al.,
(2012) both are corner stones of organizational commitment, which is the base for organizational
success.
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