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Introduction

In today’s ever-changing business scenario, retention of human resource (HR) and to keep them
committed incessantly throughout their professional career stands as a fundamental challenge. To
be successful in the current competitive business world, organizations are expected to nurture a
sense of dedication and ownership among professionals to face market competitions and achieve
organizational goals from time to time (Dessler, 1999). Therefore, building an engaged and
committed workforce was found to have a strong impact on organization’s performance in terms of
generating team productivity, fostering healthy co-worker relationship and deriving job satisfaction
(Catteeuw, Flynn, &Vonderhorst, 2007). Empirical evidences on the factors such as changing work
environment, employment laws, downsizing and wage discrimination across industries have shown
a decreased trend of employee engagement and commitment level as it builds a negative influence
on organizational productivity and consequently threatens the sustainability of the establishment
(David, Scott, Nancy, & Michelle, 2005; Wheeler, Halbesleben, & Harris, 2012).

Workplace spirituality in this context aligns individual and team roles with the organizational goals
and strives to create a fulfiling relationship not only between employer and employees, but also
among the co-workers (Tim, Aylin, Carlis, & lan, 2015). With the development of knowledge
economy, this kind of thinking prompts for integrating organizational spiritual values with its ‘human
capital’. Capital in this context is primarily referred for maximizing ‘human productivity’ through
providing meaningful profile to a professional and instilling the passion to perform by assigning them
with challenging assignments right from the time of employment. The concept of employee
engagement emerges when an employer influences its employees through providing them with a
meaningful job, a safe environment to work and like-minded colleagues around them. Therefore, an
effective employee job behaviour is possible when the organization is able to create a work
environment that provides a meaningful job assignment, holds them with an emotional bond and
instils a sense of commitment throughout their professional career spar. However, much of the
research carried out on the construct of workplace spirituality tends to be anecdotal and conceptual
in nature, with little empirical evidence suggesting that organizations encouraging spirituality in their
portfolio are more profitable and have created a better place to work (Moxley, 2000). Keeping the
argument and aforesaid research gap into context, we have tried to explore the empirical linkage of
the dimensions of workplace spirituality with two important constructs that is the dimensions of
employee engagement and organizational commitment in Indian manufacturing organizations.

Employee Engagement

The key to employee engagement is to construct greater motivation for work and a wholehearted
commitment towards one’s organization. In one of the surveys conducted by Great Place to Work
Institute (2003), a senior HR functionary of a successful MNC said, ‘It is not possible to retain
professionals only by paying high salaries and attractive benefits. We need to create enthusiasm for
their roles, their work environment and the organization, and ensure that they are well integrated in
the system as a whole.’ It is believed that engaged employees who are equipped with right tools,
managed by right systems andprocesses and get supported through proper mentoring, are able to
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deliver superior performance (Gruman & Saks, 2011). Therefore, the order for the day calls for loyal,
engaged employees who are intellectually and emotionally bound to the organizations’ and take up
its goals as their own (Guthrie, 2001).

Keeping this perspective into account, we have started exploring what exactly is employee
engagement and why is it so crucial for the success of an organization. Macey and Schneider (2008)
defined employee engagement as composing of two dimensions: (a) the values and expectations of
the employees and (b) the ability of the employer towards creating an environment that are
conducive for one’s career growth. An engaged employee is someone who feels empowered, gets
involved and demonstrates those feeling in work behaviour in the form of commitment to one’s job
assignment. Employee engagement can be considered as a trait (something that is characteristic of
an employee’s personality), a state (a condition that an employee is in for some period of time) and a
behaviour that an employee demonstrates, for example, challenging the status quo, being
innovative or just being a good organization citizen (Macey & Schneider, 2008). Organizations those
are realizing the benefits for treating the whole person through promoting meaningful growth,
bridging faith and confidence in their ability are able to foster workplace spirituality.

During our study with manufacturing industries, we have found that the working condition of the
organization plays a major role in influencing the behaviour of its employees and consequently their
engagement patterns. For example, some employees get motivated with financial incentives while
others expect recognition and a handful of them gets motivated with challenging assignments.
Some professionals are found to be committed to their job assignments and would do their best for
the organization, whereas there are a set of few professionals, who will do just enough in their job to
avoid any adverse report or disciplinary action against them (Jena & Pradhan, 2014). As mentioned
above, there are a set of employees who are punctual, available full time, well mannered even with
having necessary potential to perform, but sadly one can find that their energy is utilized for ‘other
than work’. Therefore, the challenge for such organizations is to make a conscious effort towards
engaging all their employees through their HR policies, organizational values, leadership behaviour
and above all, organizational culture (Frank, Finnegan, & Taylor, 2004). Our understanding goes at
this point of time that if an employee does not feel engaged, itis not only areflection on one’s desires
and competencies; rather it is also a kind of environmental influence in which one is made to work
(Jena & Pradhan, 2014). Earlier research findings bear testimony to the fact that those employees
who find their work to be challenging tend to possess a high degree of engagement at the workplace
(Gruman& Saks, 2011; Wheeler etal., 2012). '

In a stimulating work environment where there is meaningfulness and companionship,
professionals derive a clear understanding about their roles and perceive the work assignment as an
opportunity for self-expression and growth. In other words, employee engagement involves one's
understanding about organizations’ vision vis-a-vis their individual contribution. Engagement
inspires a desire to perform well in one’s job that is considered to be interesting which is coupled
with a belief that the employer cares about their needs and they are well supported by the
organizational policies and procedures for their growth and well-being (Gubman, 2004). Therefore,
fitment of temperament between employees and management implies a positive engagement with
organizational goals. Engaged employees are the ones who constantly do their best, continue to be
loyal to the company, be campaigners of the organizational mission and its products, contribute to
the bottom line of the company success through motivation, individual work accountability and
enhanced performance (Wheeler etal., 2012).

Therefore, it is understood that employee engagement is a vital dimension to any business
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organization that seeks not only to retain its esteemed employees, but also to increase their
performance levels. The sense of self responsibility is found to be instilling a sense of ownership in
employee’s mind and with this they may be able to feel that they actually own the job and get
accountable for each and every decision they make for their organization.

Organizational Commitment

The concept of ‘commitment’ has attracted a great deal of attention in recent years because it is an
intangible psychological resource that can neither be replicated nor purchased by a competitor.
Though the success of an organization depends on the competitiveness of its product offerings,
however it cannot deliver value to its customers unless every employee inits portfolio is able to exhibit
a high level of commitment towards realizing its strategic objectives. It is said that a motivated, well-
trained and committed workforce is needed for success and sustenance of the organization.
Organizational commitment indicates a psychological congruence of a professional to identify,
involve and get connected with the goals of an organization.

There are three distinct approaches for defining commitment. The exchange approach view of
commitment states an outcome of inducement or contribution transactions between the
organization and its members (Buchanan, 1974). The psychological approach postulated by Porter,
Steers, Mowday and Boulin (1974) defined commitment as an attitude or an orientation towards the
organization which links or attaches the identity of the individual professional with its organization.
The psychological approach has been re-conceptualized by Reichers (1985) stating it as attribution
approach defining commitment as a binding force between a professional to their respective
behavioural acts and it occurs after engaging in behavior that are explicit and irrecoverable. A
committed workforce has a low intention to quit with a sense of obligation to perform. There is
substantial research evidence indicating that employers can favourably influence through taking the
queues from such approaches for creating a work environment which has indicated by action, that
the employee is a valued member (Eisenberger, Armeli, Rexwinkel, Lynch, & Rhoades, 2001). In this
connection, some of the studies have explored that though pay and perks are one part of it, however
employers need to address fairness, quality of supervision and support for employees to
successfully achieve a committed workforce.

Highly committed employees influence the organization’s position in the marketplace, so also the
success of its strategies for generating the shareholder’s value of an organization. In this context,
Mowday, Steers and Porter (1979) defined commitment as relative intensity of employees’
involvement in, and identification with a specific organization. From their definition, we can deduce
the characterization of organizational commitment as it is influenced by three important factors: (a)
having a belief and acceptance of the values and goals of the organization, (b) desire to continue the
organizational membership throughout one’s professional career and, most importantly, (c)
willingness to realize the organizational vision and goal.

This kind of self-offering to the cause of the profession entails for using time constructively, keeping
attention to details of the job, putting extra effort to collaborate and learn, appreciate and accept
change, cooperate with others and finally giving loyal and unflinching support (Yakin & Erdil, 2012).
The growing popularity of the construct has been viewed as ‘encapsulating the wholesome
requirement of a professional’s role while at work’ (Charles & Wang, 20086). One of the most-cited
models of organizational commitment was developed by Meyer and Allen (1991).

They have differentiated commitment into three important components: affective (e.g., emotional
attachment to the organization), continuance (e.g., perceived costs associated with leaving the
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organization) and normative (e.g., feelings of obligation towards the organization). Rego and Cunha
(2008) stated in this context that each of these components contributes for strengthening the
likelihood that the employee will continue with the organization for a considerable period of time.
However, in this flourishing business world the nature of each individual mind-set differs from others
as it was evident among today’s workers. Employees with a strong affective commitment remain
because they wantto do so. Those with strong continuance commitment stay because they feel they
have to. Whereas, the normatively committed employees remain because they feel they ought to.

Objectives of the Study

e The overall main objective of this study was to study the job engagement and organizational
commitmentin IT industry.

e To investigate the impact of job engagement and organizational commitment on organizational
performance.

Hypotheses
e Thereis no significantimpact of job engagement on organizational performance.
e Thereis nosignificantimpact of organizational commitment on organizational performance.

Methodology

Sample and Sampling Technique: Sample for the present study consisted of the 500 IT
professionals from Delhi-NCR region of India. The simple random sampling technique was
employed to select the sample. A total of 500 questionnaires were distributed. The respondents
were allowed to take their own time in filling the questionnaire. Out of 500 questionnaires, 490
questionnaires were received back, giving a positive response rate of 98% out of which finally 475
were found usable in the study.

Measures

Job Engagement Scale Job engagement was measured using Job Engagement Scale (JES)
designed and validated by Rich, Le Pine, & Crawford, 2010. This instrument measures the three
dimensions of Job Engagement: Physical, Emotional and Cognitive. The items were measured on
the Five-point Likert scale. The reliability of the Job Engagement scale measured the Cronbach
alphafoundto be 0.734.

Organizational Commitment Scale: Allen and Meyer (1997) scale was used to measure
Organizational Commitment. This instrument measures the three dimensions of commitment:
Affective, Continuance and Normative. All items in this scale were rated on a five-point Likert scale
ranging from 1strongly disagree to 5 strongly agree. The Cronbach alpha reliability of the scale was
found to be 0.756.

Organizational Performance Scale: Organizational performance was measured using
organizational performance Scale (JES) designed Paterson (1990) and validated by Salehi and
Zareie, 2001, 2003.This instrument measures the four subdimensions of organizational
performance. The Cronbach alpha reliability for the aggregate of the scale was found to be 0.786.

Analysis and Interpretation

Table 1 shows the majority of the respondents were male (77%) and 23.1% are females. About 43.8%
of the respondents were married with the age ranges between 25 and more. The majority of the
respondents were graduate (53%) and other similar degrees with work experience of more than 0-5
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years.

Table 2 shows the results of mean, standard deviations and correlations among study variables. The
correlation between job engagement and organizational performance was significant ® =.364, p <
0.01). Further, the results indicated a significant positive correlation between organizational
commitment and organizational performance (r= .355, p < 0.01). This implies that committed
workforce leads their organization towards higher performance.

Among the demographic variables gender has a significant correlation with organizational
commitment (r =. 179, p < 0.01) and organizational performance (r =. 154, p < 0.01). This implies
that more female employees were more committed to the organization thanthe male and has an
impact on the organizational performance. Age, marital status, education, designation, income and
work experience were found not correlated with job engagement, organizational commitment and
organizational performance. Table 3 shows the results of correlation analysis of job engagement
dimensions and organizational performance of professionals in IT industry. The results indicate that
there is a positive and significant correlation between job engagement dimensions and
organizational performance.

The relationship of job performance with job engagement dimension emotional (r = .448, p < 0.01) is
high followed by cognitive (r = .193, p < 0.01) and physical (r = .175, p < 0.01). The results indicate
that there is positive and significant correlation between emotional and physical (r = .337, p < 0.01),
between cognitive and physical (r = .197, p < 0.01) and between emotional and cognitive (r = .264, p
< 0.01). It is concluded that the high job engagement dimensions i.e. emotional, cognitive and
physical leads to organizational performance in IT industry.

Table 4 shows the results of correlation analysis of organizational commitment dimensions and
organizational performance of professionals in IT industry. The results indicate that there is a positive
and significant correlation between organizational commitment dimensions and organizational
performance. The relationship of organizational performance with organizational commitment
dimension affective (r = .464, p < 0.01) is high followed by continuance (r = .322, p < 0.01) and
normative (r = .311, p < 0.01). The results indicate that there is positive and significant correlation
between affective and continuance (r = .382, p < 0.01), between affective and normative (r = .378, p
< 0.01) and between continuance and normative (r = .345, p < 0.01).

Table 2. Mean, standard deviations and correlations among study variables

Variables Mean sD 1 3 3 4
1 Gender 1.57 Anl) |
2 Job engagement 70.08 1.85 1
3| O | commi 91.89 377 17900 | 1as I
4 Organizational performance 12439 441 154 gt 3550 I

* Correlation is significant at the 0.05 level (2-tailed):
** Correlation is significant at the 0.01 level (2-tailed)

Tuble 2. Correlation between the dimensions of independent variables job engagement and dependent
variable organizational performance
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* Correlation is sagnilicant at the DUS level 12 tailed):
** Correlation os signilicant at the 001 level (2-taled)
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Table 4. Correlation between the dimensions of independent variables organizational commitment and
dependent variable organizational performance

Organizational performance Affective Continuance Normative
Organizational
I
performance
Allective ot ]
Continuance J22ee 3g2=e 1
Normative 311 378" B R |

Table 5a. Multiple regression analysis

Model Summary
Maodel R R Square Adjusted R Square Std. Error of the Estimate
1 a3 508 597 6879
a. Predictors: (Constant), Job Engagement

It is concluded that the high organizational commitment dimensions i.e. affective, continuance and
normative leads to organizational performance in IT industry. Table 5 presents a multiple regression
analysis where organizational performance was regressed on job engagement of IT industry. The
result shows that job engagement made a significant contribution to the prediction of organizational
performance of IT industry. It can be inferred that the job engagement

Table 6a. Multiple regression analysis

Model summary
Model R R Square Adjusted R Square Std. Errur of the Estimate
1 JIS* 511 510 7.817
a Predictors: (Constant), Orgamizational Commutment
Tuble 6b. Multiple regression analvsis
ANOVA®
Model Sum of square DI Mean Square F Sig.
Regression 30179 899 1 0179899 403 888 000"
1 | Residual 28903 498 473 61107
Total SH83.398 474
2 Dependent Variable: Organizational Performance
b. Predictors: (Constant ), Organizational Comnutment -
Table 6¢. Muliiple regression analysis
CoelTicients*
Unstandardized CoclTicients Standardized coclTicients
Model T Sig.
B Std. Error Bela
(Constant) 12980 3042 4.266 000
' Oxghicienel 1100 050 718 224 | o0
Commitment
. Dependent Vanable: Orgamzational Performance

The results of correlation analysis generally supported the proposed relationship that job
engagement and organizational commitment significantly correlated with the organizational
performance. The finding of significant correlations between engagement and organizational
performance was also consistent with the work of (Simpson, 2009; Markos &Sridevi, 2010; Harter et

al., 2012; Andrew & Sofian, 2012). They also stated that engagement has a significant impact on

organizational performance. This implies that the employee with higher engagement can contribute
to higher performance (Chughtai& Buckley, 2011 ).
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Therefore, it can be inferred that with highly job engaged employee’s IT sector can enhance its
organizational performance. Also, organizational commitment significantly correlated with
organizational performance. The significant relationship between organizational commitment and
organizational performance was consistent with a number of earlier studies (Suliman &Lles, 2002; Lu
et al., 2005; Wasti, 2005; Jaramillo et al., 2005; Wilson 2005; Khan et al., 2010; Irefin& Mechanic,
2014). Organizational commitment found to have significant impact on IT organizational
performance.

This implies that the committed employees can contribute more and lead their organization towards
better performance. So, it could be deduced from this finding that organizational performance can
simply be improved through higher commitment of employees. Furthermore, the positive
associations observed between the job engagement and commitment and this implies that those
who are engaged in their job seem to feel more committed and are attached to their organizations.
These results are also in line with findings reported by (Albdour&Altarawneh, 2014) that who have a
high job engagement will have a high level of commitment. The possible justification for this result
would be that the confirmation that engagement is an individual-level construct, and any positive
business results would have to impact individual-level outcomes first (Saks, 2006).

Limitations and Future Research

This study has taken the IT professionals from Delhi-NCR region, so, views and thoughts of these
professionals may not reflect the views and thoughts of all the professionals of entire NCR region and
India which limits the scope of this study. Additionally, this study concentrated on IT employees so
future research could extend the investigation to different sectors to obtain a wider generalization of
the study. Future studies can also be tailored to investigate the employees view point of engagement
and organizational commitment of IT professionals. For the purpose of connection, it would be
interesting to replicate this study in a longitudinal design, so that it could be determined if job
engagement and organizational commitment are conditions and relationships that are likely to be
sustained.

Conclusion

In sum, the results of this study provided that both job engagement and organizational commitment
of the employees can be instrumental in enhancing IT organizational _performance. Study by
highlighting the job engagement - performance relationship and commitment- performance
relationship, offers useful insights into the underlying relationship that through job engagement and
organizational commitment IT sector can significantly influence its organizational performance.
Finally, the finding suggests that in order to increase the level of organization performance
management should strive to increase their staff job engagement and organizational commitment.
Management needs to incorporate various policies and programs for improving their staff's job
engagement and organizational commitment. Furthermore, management can increase job
engagement and organizational commitment among their staff by involving them in the decision
process, providing better compensation, clear policies, training and working conditions and as well
by communicating the value of employees’ contribution and how much they bothered about
employees’ well-being.
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