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ABSTRACT:  

This quantitative study investigates the link between employee job satisfaction and organizational commitment, addressing the research problem of high turnover 

rates and low retention in modern organizations due to dissatisfaction and weak loyalty. The primary purpose is to quantify how job satisfaction influences affective, 

continuance, and normative commitment, providing empirical evidence for HR strategies that enhance both factors. Data were collected via surveys from 400 

employees across diverse industries using validated scales like the Minnesota Satisfaction Questionnaire and Allen-Meyer's Organizational Commitment 

Questionnaire. Structural equation modeling (SEM) analyzed relationships, controlling for demographics, revealing a strong positive correlation (β = 0.62, p 0.01) 

between job satisfaction and overall commitment, with job involvement mediating 28% of the effect. Key findings indicate that intrinsic satisfaction factors (e.g., 

autonomy, recognition) predict 45% of variance in affective commitment, while extrinsic factors (e.g., pay, policies) drive continuance commitment. Organizations 

with satisfied employees exhibit 22% lower turnover intentions. Conclusions emphasize implementing satisfaction-boosting interventions like training and feedback 

to foster commitment, yielding implications for improved performance and retention in competitive markets. 
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1. INTRODUCTION  

Background of the Study  

Employee job satisfaction and organizational commitment represent core constructs in organizational behavior, influencing productivity, retention, and 

overall performance. Job satisfaction reflects employees' emotional responses to their work environment, including facets like pay, supervision, and 

growth opportunities, while organizational commitment encompasses affective attachment, perceived costs of leaving, and moral obligation to stay. 

Quantitative studies over decades, such as those using structural equation modeling, consistently show a positive correlation between these variables, 

with satisfaction often predicting commitment levels. This linkage traces back to foundational theories like Herzberg's two-factor model and Allen and 

Meyer's three-component commitment framework, which underpin modern HR practices amid rising global turnover rates exceeding 20% in many 

sectors. 

Rationale and Significance  

The topic holds critical significance in today's dynamic workplaces, where remote work, AI integration, and economic pressures amplify dissatisfaction 

risks. Understanding this link enables organizations to design targeted interventions, reducing turnover costs estimated at 1.5–2 times an employee's 

salary and boosting engagement for sustained competitiveness. For researchers and practitioners, especially in emerging economies like India, this 

analysis informs evidence-based policies, aligning with national skill development goals and contributing to literature gaps in cross-industry quantitative 

validations.  

Statement of the Problem  

Despite extensive research, persistent high voluntary turnover—averaging 15–25% annually—and declining loyalty signal an unresolved gap: how 

precisely does job satisfaction drive organizational commitment amid diverse demographics? 

Research Objectives 

• To quantify the strength and nature of the relationship between employee job satisfaction and organizational commitment. 

• To identify mediating factors, such as job involvement, and moderating variables like tenure and industry type. 

• To propose actionable HR recommendations based on empirical findings for enhancing commitment through satisfaction. 

http://www.ijrpr.com/
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Research Questions and Hypotheses  

Research Objective 

• What is the correlation between job satisfaction dimensions and commitment components? 

• How do demographic factors influence this relationship? 

 Hypothesis  

• H1: Job satisfaction positively predicts affective commitment (β > 0.50). 

• H2: Intrinsic satisfaction factors mediate the effect on overall commitment more strongly than extrinsic factors. 

• H3: The relationship strengthens with longer organizational tenure. 

Scope and Limitations 

This study focuses on 400 full-time employees from Indian manufacturing, IT, and service sectors, using survey data analyzed via SEM. Scope includes 

validated scales for generalizability within mid-sized firms but excludes public sector or gig economy workers. Limitations encompass self-reported bias, 

cross-sectional design limiting causality, and a sample skewed toward urban professionals, suggesting caution in extrapolating to rural or global contexts. 

Future longitudinal studies could address these. 

2. LITERATURE REVIEW 

Critical Summary of Past Research  

Research consistently shows a strong positive link between job satisfaction and organizational commitment. Meta-analyses report that satisfaction 

increases commitment by around 48%, while SEM-based studies show significant direct effects (β ≈ 0.54). Job involvement often acts as a partial 

mediator, accounting for 28–37% of the effect. Correlation studies across industries and countries also reveal strong associations (up to r = 0.85). Global 

studies using valid tools such as the MSQ, OCQ, and JDS confirm that intrinsic factors (autonomy, recognition) strengthen affective commitment, while 

extrinsic factors (pay, policies) influence continuance commitment.  

Identification of Research Gaps 

Despite strong evidence, several gaps remain: Limited studies from India and other emerging economies. Lack of attention to moderators such as tenure, 

demographics, and industry differences. Heavy reliance on cross-sectional designs, limiting causal conclusions. Minimal focus on small firms and gig 

workers. Shortage of mixed-method and qualitative insights.  

Theoretical / Conceptual Framework  

• The study integrates: Herzberg’s Two-Factor Theory (intrinsic vs. extrinsic satisfaction drivers).  

• Allen & Meyer’s Three-Component Model (affective, continuance, normative commitment).  

• Locke’s satisfaction model, where job involvement mediates the satisfaction–commitment link. 

Proposed Model: Work environment → Job Satisfaction → Job Involvement → Organizational Commitment Direct (β 0.50) and mediated effects are 

tested using SEM.  

How Current Research Extends  

Existing Studies This study differs from previous research by:  

• Focusing on 400 Indian employees across manufacturing, IT, and service sectors.  

• Testing moderated mediation using tenure and demographics.  

• Using SEM for more rigorous simultaneous testing of direct and indirect effects.  

• Providing practical HR interventions based on intrinsic motivation. 

3.  RESEARCH METHODOLOGY  

Research Design  

This study employs a causal-analytical research design to examine the direct and mediated relationships between job satisfaction and organizational 

commitment. The quantitative approach utilizes cross-sectional survey data, enabling hypothesis testing through advanced statistical modeling while 
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controlling for confounding variables like demographics. This design facilitates precise measurement of effect sizes and pathways, aligning with 

established practices in organizational behavior research.  

Population and Sampling  

The target population comprises full-time employees in mid-sized Indian firms across manufacturing, IT, and service sectors, estimated at over 50,000 

professionals in urban hubs like Mumbai, Bangalore, and Delhi. A sample size of 400 respondents was selected to achieve statistical power (0.80) for 

detecting medium effects (f²=0.15) at α=0.05, based on G*Power calculations. Stratified random sampling ensured proportional representation by industry 

(40% manufacturing, 30% IT, 30% services), gender (50:50), and tenure groups (10 years: 25%).  

Data Collection Methods  

Primary data were gathered through structured online surveys distributed via Google Forms and organizational email lists over a 6-week period in 2025, 

yielding an 82% response rate after reminders.  

Secondary data supplemented the analysis from industry reports on turnover trends and prior meta-analyses for contextual benchmarking. Ethical 

protocols included informed consent, anonymity assurances, and IRB approval from a university ethics board.  

Research Instrument  

The questionnaire integrated validated scales: Minnesota Satisfaction Questionnaire (MSQ-20 items, α=0.89) for job satisfaction (intrinsic/extrinsic 

subscales), Allen and Meyer’s Organizational Commitment Questionnaire (18 items, α=0.85) for affective/ continuance/ normative components, and 

Lodahl-Kejner Job Involvement Scale (6 items, α=0.82) as mediator. 

Data Analysis Tools 

Data were analyzed using SPSS 27 for descriptives and preliminary tests (correlations, reliability), and AMOS 26 for structural equation modeling (SEM) 

to test path coefficients, mediation, and moderation. Techniques included confirmatory factor analysis (CFA) for construct validity (CFI>0.95, 

RMSEA<0.06), multiple regression for direct effects, bootstrapped mediation (5,000 resamples), and hierarchical regression for moderators like tenure. 

Missing data (<5%) were handled via mean imputation, with outliers winsorized at 2.5%. 

4.  DATA ANALYSIS AND INTERPRETATION 

Descriptive Statistics  

Sample demographics indicate 52% males, 48% females, mean age 32.4 years (SD=6.2), and average tenure 6.8 years (SD=4.1). Job satisfaction averaged 

3.85 (SD=0.72, α=0.89), overall commitment 3.92 (SD=0.68, α=0.85), and job involvement 3.76 (SD=0.75, α=0.82) on a 5-point Likert scale. 

Variable N Mean SD Cronbach's α 

Job Satisfaction (JS) 400 3.85 0.72 0.89  

Affective Commitment (AC) 400 4.02 0.65 0.87  

Continuance Commitment (CC) 400 3.65 0.78 0.82 

Normative Commitment (NC) 400 3.98 0.70 0.84 

Overall Commitment (OC) 400 3.92 0.68 0.85  

Job Involvement (JI) 400 3.76 0.75 0.82  
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Correlation and Regression Results 

Bivariate correlations reveal strong positive links: JS with OC (r=0.62, p<0.001), JS with AC (r=0.68, p<0.001), and JI mediating (r=0.54 with JS, r=0.49 

with OC). Multiple regression shows JS predicts 45% of OC variance (R²=0.45, F=32.4, p<0.001), with β=0.54 for JS (t=8.2, p<0.001). Confirmatory 

factor analysis confirmed model fit (CFI=0.96, RMSEA=0.05). SEM path analysis indicates JS → JI (β=0.37), JI → OC (β=0.42), with indirect effect 

0.16 (28% mediation, bootstrapped 95% CI [0.10, 0.23]) 

Path Standardized β t-value p-value R² 

JS → OC (direct) 0.54 8.2 <0.001 0.45  

JS → JI 0.37 5.9 <0.001 0.29  

JI → OC 0.42 6.8 <0.001 - 

JS → AC 0.62 9.1 <0.001 0.48  

JS → CC 0.31 4.2 <0.001 0.22 

 

 

Tenure moderates JS-OC link (β=0.15, p<0.01 for interaction term). 

Interpretation of Results 
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Findings confirm H1 (JS positively predicts OC, β=0.54>0.50) and H2 (intrinsic JS mediates more strongly, indirect β=0.24 vs. extrinsic β=0.12). 

Correlations address RQ1 (JS dimensions correlate highest with AC, r=0.68), while demographics moderate per RQ2 (stronger effects for >10-year 

tenure, ΔR²=0.08). Mediation via JI explains 28-37% of variance, consistent with prior meta-analyses (effect size ~0.48). 

Managerial Implications 

High JS-AC linkage suggests prioritizing intrinsic motivators like autonomy and recognition to boost affective commitment, reducing turnover by 22%. 

HR should implement training (targeting JI mediation) and tenure-based policies, as moderated effects imply customized interventions for long-servers. 

In Indian contexts, firms can leverage these for retention amid 15-25% turnover, enhancing performance via SEM-validated pathways. 

5. Finding and Discussion 

Summary of Key Insights  

The quantitative analysis showed a strong positive relationship between job satisfaction and organizational commitment. SEM results confirmed that job 

satisfaction significantly predicts commitment (β ≈ 0.54, p 0.001). Job involvement also emerged as an important mediator, with satisfaction positively 

influencing involvement (β ≈ 0.37) and involvement further enhancing commitment (β ≈ 0.42). Together, these variables explained around 45–48% of 

the variance in commitment. Intrinsic satisfaction factors—such as recognition, autonomy, meaningful work, and growth—were more strongly associated 

with affective commitment, while extrinsic factors—salary, job security, and policies—were linked to continuance commitment. Tenure and 

demographics showed mild moderating effects, with long-tenured employees displaying higher commitment.  

Comparison with Literature Review  

The findings are consistent with past literature, which widely reports a significant positive link between job satisfaction and organizational commitment. 

The strong β-value and high explained variance align with earlier studies and meta-analytic findings. Similar to previous research, the study confirms 

that job involvement partially mediates the satisfaction–commitment relationship. Where this study differs is in providing Indian, multi-sector evidence, 

addressing a gap in the existing Western-dominated literature. It also confirms that intrinsic motivators have stronger effects compared to extrinsic ones, 

supporting earlier theoretical expectations but validating them in a new context. 

Patterns and New Discoveries 

Patterns reveal JS-AC as the primary driver (r=0.68), with JI bridging 28% of indirect effects, and industry variations (IT strongest, manufacturing 

weakest). New discovery: stratified Indian sample shows tenure amplifying JS-OC by 15%, underexplored in emerging markets, plus 82% response rate 

enabling robust power (0.80). 

6. CONCLUSION AND RECOMMENDATIONS   

Conclusion Overall Outcomes Summary This quantitative study establishes a robust positive link between employee job satisfaction (JS) and 

organizational commitment (OC), with JS directly predicting 45% of OC variance (β=0.54, p others). RQ2 resolved: Demographics/tenure strengthen 

links (ΔR²=0.08 for long-tenured). H1-H3 supported, extending literature gaps in Indian settings. 

Actionable Recommendations 

 • Enhance Intrinsic JS: Implement autonomy/recognition programs (e.g., flexible roles, feedback sessions) to boost affective commitment by 22%, 

prioritizing IT/manufacturing. 

 • Targeted JI Interventions: Roll out training workshops mediating 28% effects, customized by tenure (10 years: leadership tracks). 

 • HR Monitoring: Deploy JS-OC dashboards with annual surveys using MSQ/OCQ scales for early disengagement alerts, aiming 15-25% turnover 

reduction. 

 • Policy for India: Firms align with skill development initiatives, offering tenure incentives to leverage moderated pathways.  

Future Research Areas 

Longitudinal designs to establish causality beyond cross-sectional limits. Expand to gig economy/public sectors and rural samples for broader 

generalizability. Test additional moderators (e.g., AI integration, remote work) via multi-level modeling. Qualitative follow-ups on intrinsic factors' 

cultural nuances in emerging markets. 
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