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ABSTRACT 

The present study is an attempt to identifying the functions of job satisfaction (JS) and 

organisational commitment (OC) on human capital creation (HCC). Present study examines least 

explored the relationship of factors of job satisfaction (i.e. pay, promotion, supervision, rewards, 

benefits, operating procedure, work itself, communication and coworker satisfaction), and 

organisational commitment (which includes affective, normative and continuance commitment) 

with human capital creation. Further, the conditional effect of demographic features (which are 

widely acknowledged as the potential source of variations in behavioral outcomes) on job 

satisfaction, organisational commitment and human capital creation was examined. Lastly, 

present study examined the occurrence of perceptual differences in study variables (job 

satisfaction, organisational commitment and human capital creation was examined) due to group 

differences (age, gender, educational level and experience). 

 

For the purpose of this study, primary data using cross sectional research design was adopted to 

collect responses from 366 executives (Junior, Middle and Senior) of fifty two Indian 

organisations (both public and private sector). Standardized instruments were used to collect the 

responses from varied nature of industries which include Electrical, Manufacturing, Service, IT-

ITES (Information Technology and IT Enabled Services) and PME (Power, Mining and 

Exploration). 

 

The data has been analysed using SPSS v20.0 software. Since the data is multivariate, therefore it 

was subjected for missing values, normality, reliability, validity and non- multicollinearity. 

Further, Exploratory Factor Analysis using Principal Component Method was carried on to 

obtain the factor structure. Afterwards, Descriptive Statistics, Correlation Analysis, Independent 

Sample t- tests, one way ANOVA and Regression Analysis were employed for testing the 

research hypotheses. Structural Equation Modeling (SEM) was performed using IBM AMOS v 

21. 

 

The study finding shows that job satisfaction and organisational commitment significantly 

predicts the human capital creation. The dimension of job satisfaction and organsational 

commitment represents the significant contribution in the human capital creation. Demographic 

(age, gender, experience and educational level) analysis of the study do not represents any 
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significant difference in the perception with respect to study variables: job satisfaction, 

organisational commitment and human capital creation. The validation of the scales provided the 

base for the further investigation.  

 

Finally based on discussion, the conclusion and implications have been derived. Future scope has 

been explained. Here, in this study only two predictor variables (JS and OC) have been taken into 

consideration which was not studied together in previous researches and hence an addition in the 

existing literature. This study provides empirical evidence that JS and OC together as well as 

independently predict human capital creation. 
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CHAPTER 1 

INTRODUCTION   

1. 1 BACKGROUND OF THE STUDY 

Rapidly changing business environment, increased global competition, technological innovation 

and economic uncertainties push organizations to evaluate their business operations, which may 

boost organizations' competitiveness. In order to build competitiveness, organizations often tend 

to rely on their resources. Those resources are considered rare and valuable those contribute to an 

organization's competitiveness and lead to improved performance (Barney, 1991; Conner, 1991). 

According to the resource-based view land, labour, capital and enterprise are the four major 

resources which push the competitive strength of any organization (Brian, 2007). Among the 

listed resources, labor/employees are the most important, and this notion is consistently 

supported in the literature (Guest, 1999: Huselid, 1995). In related studies, human resource has 

been unfailingly considered as a source to gain competitive advantage. Human being may be 

understood as potential, with infinite capabilities, which can be capitalized for organizational 

sustainability.  Armstrong and Baron (2002) in their definition attributed human resources as 

human capital and stated, “people and their communal skills, abilities and experience, coupled 

with their ability to deploy these in the interest of the organization, are now recognized as 

significant contributors for organizational success and as well a major source of competitive 

advantage." Human capital may be defined as a mixture of individual and combined 

competencies of the human resources of an organization.  It includes an understanding of facts, 

learning abilities, personal characteristics, attitudes, knowledge sharing and commitment to 

organizational goals (Fitz-enz, 2000). In the present scenario, significance of human capital 

cannot be ignored. Edvisson and Malone (1997) posited the importance of individual capabilities 

on organizational collective competences, organizational schedule and organizational culture. 

Similarly, Lepak and Snell (1999) has emphasized the importance of human capital on 

organizational competitiveness. The present economy is a knowledge-based economy in which 

technological advancements drive organizations to uncover the new ways to gain competitive 

advantage. Therefore, the success of an organization solely depends on highly competent people 

or, in other words, human capital of the organization. Thus, human capital is becoming a primary 

organizational competence (Kwon, 2009). Despite other resources are also being crucial for 

organizational sustainability, human capital plays a leading role in the utilization of other 
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organizational capitals. From the ongoing discussion, it is pertinent to deduce that human capital 

is a factor of prime importance for organizations. It is an ‘invisible asset’ (Itami, 1987) and more 

effectual than of physical capital (Woodhall, 2001).  

 

At this juncture of time, the question that comes into the picture is how to nurture and retain 

human capital. The main challenge here is to manage the interactive effect of intellectual, social 

and emotional capital. A constant fear of losing competitive advantage when employees 

terminate their organizational membership always keeps organizations worried. In order to retain 

human capital, organizational employees should have job satisfaction with related facets, in order 

to avoid the tendency of losing human capital. Commitment of the employee also plays an 

important role in the retention of human capital. Bontis and Fitz-Enz (2002) in their study have 

supported that an employee’s job satisfaction and commitment has a positive relation with the 

human capital. Employee’s loyalty is also associated with job satisfaction. Hence, it can be 

deciphered that an employee’s satisfaction may lead to his/her commitment and both these in turn 

binds an employee to the organization. 

 

The factors such as job satisfaction (Bright, 2008), organizational commitment (Organ; 1988) 

and organizational citizenship Behaviour (Organ; 1988) does motivate an employee to perform 

well and this in turn leads to the creation of human capital (Rego, et al., 2010; Walumbwa, et al., 

2010). Productivity is an intangible asset of an individual that paves way to get his/her work 

done. It consists of skills, knowledge, education and experience which an individual attains 

during his tenure in an organization.  When the performance of the employees is high, it creates 

positive mindset in the work place and generates higher psychological resources to help them 

cope with challenges in the workplace. Moreover, when employees perform better, they develop 

the self-confidence and if this attribute is utilized positively, it leads to higher motivation levels 

in their future endeavours.  All of these attributes raise their intellectual capital and employees 

with higher levels of cognitive capital would be more satisfied with their job (Luthans, et al., 

2007a). Based on above discussion, it is obvious to assume the predictor function of job 

satisfaction and organizational commitment on human capital creation. However, empirical 

evidence supporting the proposed relationship is fragmented. Considering this scarcity a need 

was felt to examine the assumed relationship in the Indian context. Therefore, the present study 

has been conducted. 
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1.2 HUMAN CAPITAL 

To understand the concept of human capital, we need to start with intellectual capital. Intellectual 

can be defined as “all non-monetary and non-physical resources that are fully or partly controlled 

by the organization and that contribute to the organization’s value creation” Roos et al. (2005). 

Further, Jain and Dhar (2010) represent intellectual capital the potential of assets for creating 

value in organizations and source of organizational performance (Jain and Rangenekar, 2002) 

Various researchers like (Marr, 2008; Roos et al., 2005; Tayles et al., 2007; Wall et al., 2004) 

categorized intellectual capital into three parts:  

I. Human capital: awareness, proficient skills and understanding, capability, quality and 

originality of employees. 

II. Structural capital: managerial charts, record, software systems, supply chain networks, 

corporate background, novel capital, strategies and guiding principles. 

III. Relational capital: marketing channels, governmental and industrial networking, customer 

reliability, relationships with suppliers, customer relationships, intermediaries and 

partners. 

The concept of human capital is not new; it was developed in 1776 in classical economics. 

However, it received the attention in 1961 when Schultz developed a human capital theory as a 

significant concept for the economic growth. After the emergence of this theory, few other 

researchers had associated human capital as a source of socioeconomic development (Alexander, 

1996; Grubb and Lazerson, 2004). A theory of human capital was also developed by the 

pioneering economist Elliott (1991).  In his theory, he defined human capital as the labor quality 

which requires investment like other factors (land, machines, factory outlets etc) and contributes 

to business success. He explains human capital investment in the form of social cost (time 

invested in human capital development), the psychological cost (expenses an individual bear 

during his learning) and monetary cost (includes social cost and psychological cost). Barney 

(1991) stated that, the resource-based perspective can be associated with human capital theory in 

terms of organizational development that helps an organization to gain an edge over its 

competitors. The human capital concept can be categorized in some perspectives viz., individual 

oriented (Beach, 2009), the accumulation process oriented (De la Fuente and Ciccone, 2002), 

production-oriented (Romer, 1999) and social-oriented (Rodriguez and Loomis, 2007). By 

enveloping these perspectives, human capital can be defined as a process through which a high 

level of production is expected within an individual or in a group. This argument has been well 
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supported by Chatzkel (2004) that “it is the human capital that differentiates organizations and 

their actual basis for competitive advantage."  Human capital is the multiplication of loyalty and 

skills (Ulrich, 1998). 

 

On the basis of an individual perspective, human capital is a combination of distinctive skills, 

intelligence, trust, commitment education, experience and work values (Frank and Bemanke 

2007).  In an economic perspective Sheffin (2003) defined human capital as “the stock of skills 

and knowledge embodied in the ability to perform labor to produce lucrative value." At the end 

of the 19th century, organizations have come to terms that people play an integral role, like any 

other performing tangible and intangible assets. As the time changed, the economy shifted to the 

knowledge based activities and accepted that people are the main resource for economic and 

knowledge development. Only the people have the prime power for sustaining the organization. 

Because people have the tangible (physical) and intangible (psychologically) source for 

development. Schultz (1961) and Becker (1975) also supported this notion that people are the 

key resource for production. “Human, not financial capital, must be the starting ongoing 

foundation of a successful strategy” Barlett and Ghoshal (2002). People are the only tool through 

which organizations can achieve competitive advantages and can increase their market share by 

using intellectual capital (Skandia, 1998). Few scholars divided human capital into three parts: 

General Human Capital (GHC): GMC obtained by extensive information and talent (Becker 

1964).  

Firm specific Human Capital (FSHC): FSHC can be accumulated through education and work 

experience (Alan et al., 2008).  

Task specific Human Capital (TSHC): TSHC can be obtained by training, education, experiences 

while performing specific tasks within the firm (Alan et al., 2008). 

The existing competitive environment also reinforces the fact that human capital is a significant 

tool which increases the market value many times of their book value by applying their skills, 

civilization and inspiration of achievement. Notably, human capital is the blend of an employee’s 

talent, skills, competency, loyalty, know-how and ideas (Skandia, 1998; Snell and Bohlander, 

2007). Human capital can be characterized into four parts shareable, transferable, expandable and 

self-generating (Crawford; 1991). Shareable and transferable characteristics of human capital 

states a street-smart employee could transfer and share his knowledge to other hands. And 

expandable and self-generating state is linked to the augmentation in present-day knowledge of 
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the employee. It can be said that current knowledge can be expanded through information, 

abilities and experience. Therefore, the first two characteristics of a human capital expand the 

‘range’ of human capital, and the other two extend the ‘volume’. Based on these characteristics, 

impact of human capital can be experienced on three categories: individual, organizational and 

societal. In individual perspective, most of the researchers state that an increase in the 

employee’s income can be affected by the employee efficiency (Becker, 1993; Schultz, 1971; 

Sidorkin, 2007). Employee productivity is closely connected to the core competencies of the 

organization (Lepak and Snell, 1999). In support of this, Malone (1997) presented the view, that 

human capital can affect the organizational shared competences, company culture and 

organizational routines. The cultural perspective of human capital is the combination of the 

employee and organizational perspective. Human capital can increase awareness of the 

communal factors within the society (Beach, 2009), such as political stability, human rights, and 

democracy (McMohan; 1999). Therefore, in the awareness of social system, human capital plays 

a vital role.  According to the literature, there are plenty of ways to measure the human capital. 

Table 1.1 explains the various measures that have been used to measure the human capital 

creation: 

Table 1.1 Measurements for Human Capital 
Author Measurements 
Brooking (1996) Education, Work related competencies, Occupational 

assessments, Vocational qualifications; psychometric and 

Work related knowledge 

Ernst and Young (1997) Management, Strategy Execution, Ability to Attract, 

Innovativeness, Quality  of  Executive, Management 

Experience, Research Leadership and Quality of Major 

Lee and Witteloostuijn (1998) Experience, educational level and organizational tenure. 

Roos et al. (1998) Intellectual dexterity, thoughts and competence 

Scandia (1998) Leadership, Empowerment, Motivation, Number of 

employees, worker tenure, worker turnover, Total of Number 

female managers, Total Number of mangers, Employees 

under age of 40, Normal epoch of employees, Average 

training days per annum and Training cost. 
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Brown (1999) Performance appraisal, experience and  level of job 

Devenport (1999) Capability, Behaviour, endeavor and Time 

Buren (1999) Core measures: retention of talented employees, capacity to 

attract the employees, IT literacy, substitution  costs  of  main 

employees, employee job satisfaction and employee 

organizational commitment 

Elective measures: Organizational culture, Effectiveness of 

learning transfer in key areas, Management reliability, 

Employee compensation, Level of Education –graduates and 

postgraduates, Employee empowerment, Management 

familiarity, Time in training, Employee tenure and Authorized  

teams. 

Wyatt (1999) Recruitment strategy, reward strategy, organizational culture 

and organizational communication. 

Zwell and Ressler (2000) Competencies for different level of organization- 

1. For leaders: tactical thinking, change management, job 

position in organization and performance appraisal. 

2. For managers: intent, development of others and 

Organizational   know-how. 

3. For employees: quality concern, Flexibility, pressure, 

veracity and reality, Service orientation and outcome. 

Jaw et al. (2002) Employees return and investment, leadership style, 

entrepreneurship and employee skill and ability. 

Piiazza-Georgi (2002) The stock of knowledge, Human skills and entrepreneurship 

Birasnav and Rangnekar 
(2009) 

Recruitment strategy, training, performance appraisal, career 

development, reward strategy and perceived human capital 

creation 
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1.2.1 DIMESNSIONS OF HUMAN CAPITAL 

The present study basically focuses on human capital creation through HR strategies like: 

recruitment strategies, performance appraisal, training, career management, reward strategies and 

perceived human capital creation. 

 

 

1.2.1.1 Recruitment Strategy 

Snell and Bohlander (2007) defined recruitment as a process of identifying the probable 

employee of the organization. Through recruitment, an organization spreads information 

regarding the basic details of job opening and the qualifications required for obtaining it. The 

organization can use the internal and external recruitment practices to hire the best talent pool 

and enhance their existing competencies. Barber (1998) delineates the recruitment process in 

three phases, which start with different practices for attracting individual followed by practices of 

continuing with the application and job offer made by the organization. A good recruitment 

strategy can attract the pool of talented applicants, who can contribute to organizational 

productivity and can help organizations to gain an edge over its competitor (Michaels et al., 

2001). Many studies proposed different factors like company advertising (Cable and Judge, 2000, 

Chand and Choudhary, 2012), company goodwill (Gatewood et al., 1993) that attracts an 

individual to apply for a job opening. While implementing the recruitment strategy, an 

organization needs to deal with certain issues like: to whom the organization wants to recruit, 

from which place they want to recruit and what are the distinctive methods through which an 

organization will recruit to match up the present and anticipated needs of human capital (Ghosh 

and Geetika, 2007). To match up the need of human capital of organization and diverse 

Figure 1.1 Human Capital Creation Factors Birasnav and Rangnekar (2009) 
PHCC-Perceived Human Capital Creation 
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employment modes, Lepak and Snell (1999) proposed a framework for the uniqueness and value 

of human capital: 

 

Quadrant 4: 

Alliance and Partnership 

Quadrant 1: 

Internal Development 

Quadrant 3: 

Contracting 

Quadrant 2: 

Acquisition  

                                Low                                                          High 

Strategic value 
Figure 1.2 Human Capital and Employment Modes, Lepak and Snell (1999) 

 

1.2.1.1.1 Quadrant 1: Internal Development and Commitment 

In the quadrant 1 as we can see that the human capital value and uniqueness is high because a 

firm required firm-specific skill, and it cannot be easily obtained from outside. At this point, the 

organization prefers to employ the internal employees (Williamson, 1975, 1981). This mode 

enhances the current firm-specific non-transferable skills for the employee, which plays an 

integral part for the organizational development. These skills may not be valuable for another 

organization, but going-out of these skills may cause for organizational loss, in terms of financial 

and human capital (Becker, 1976). However, this skill groups avail strategic value and 

uniqueness which gain a contentious advantage (Barney, 1991; Stewart, 1997). So quadrant 1 is 

mostly used practice, to obtain the organizational competitive advantage. 

1.2.1.1.2 Quadrant 2: Acquisition 

In this quadrant two, strategic values for human capital are very high, but uniqueness is low, 

because in this kind of requirement, skills are widely available in the labour market. These skills 

also contribute to human capital and organizational development (Hamel and Prahalad, 1994).  In 

this mode, an organization can choose skilled employees from the external market. It requires no 

cost for their improvement. This process enhances the productivity of the organization (Becker, 

1976). Hence, by this mode an organization enjoys immediate results of employees’ build up 

(Lepak and Snell, 1999). 

 

              High 

 

Uniqueness 

 

            Low 
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1.2.1.1.3 Quadrant 3: Contracting 

In the quadrant three, human capital strategic value and uniqueness are very low. In this mode, 

organizational skills are available very frequently and can be used as a commodity, when 

required. Due to the tiniest spirited source for the organizational development, an organization 

spends minimal cost for skill development and training (Becker, 1964).  This mode basically 

depends on outsourcing and contracting of the employees. Such kind of acquisition provides 

flexibility for the utilization of a resource which in turn reduces the overhead cost and enhances 

competitiveness (Quinn, 1992). 

1.2.1.1.4 Quadrant 4: Alliance 

In the quadrant four, human capital strategic values are very low and uniqueness is high. In this 

mode, two organizations come into alliance where they contribute to a desired outcome and share 

information with each other with effectual functioning (Dyer, 1996). These have been done to 

facilitate team building, cooperation, knowledge sharing and productivity (Nonaka and Takeuchi, 

1995). We have witnessed a lot of alliances at a national and international level to gain human 

capital and competitive advantages recently, such as in the case of Aresenal Mittal and Tata 

Jaguar.  

 

1.2.1.2 Training 

Noe et al. (2010) delineate training as “planned efforts to help employees to acquire job-related 

knowledge, skills, abilities, and Behaviours with the goal of applying these on the job (p: 189)” 

Scrupulously we can say training is an organized structure that enhances human capital (Alan et 

al., 2008; Frank and Bemanke, 2007; Griliches and Regev, 1995). Ok and Tergeist (2003) posited 

that, there is a significant increment in employee’s wage, motivation and human capital due to 

the training. Human capital plays an integral part in competency development with the 

contribution of training.  Hence, human capital is the result of training and knowledge gained by 

the employee (Chen and Lin, 2004). For strengthening the position in market, an organization 

usually conducts diverse training programs to nurture the skill of employees. In addition to it, the 

organization provides training to employees at varied levels to enrich their career at entry level, 

progressive level and establishment level and prepare them to face uncertain situations with the 

help of skills, knowledge and abilities. Noe et al. (2010) bifurcates the requirement of training on 

the basis of organization’s needs i.e. instructional design and management learning system. In the 

instruction design training, structured training program would be conducted to obtain specific 
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skills. It consists of five steps, starting with need assessment (organization, person and task), 

readiness (employee characteristics and working environment), planning (content and 

objectives), implementation (to gain competency) and measuring (evaluation of a training 

program).  

 

To make a structured training program, effective learning management system has been used. It 

is a computer-based application which instructs the top management about, progress and results 

of training programs. So, training is also a kind of investment, which results in low labour 

turnover, increased productivity and human capital. In particular, training always grant benefits 

to the firm (Đurković, 2009). It permits human resource to face the challenges in a demanding 

environment that makes them more productive and efficient. Training also reduces the accident 

and casualty, which creates a safe environment to work more.  Although top management 

understands that training is a costly process, but they know the outcome of these costly 

investments in terms of productivity and increased human capital. In the nutshell, training drives 

the employee’s capabilities and future organizational role (Spitzer and Conway, 2002). Lepak 

and Snell (1999) posited investment in human capital and other aspects that propel a firm’s 

competitive advantage and core-competencies. Griliches  and Regev (1995) and Rosen (1999) 

hypothesized, training as a significant contributor towards human capital and with the support of 

this notion Wayne et al. (1999) affirmed training as a prominent contributor toward human 

capital. 

 
1.2.1.3 Performance Appraisal 

Performance appraisal system can be described as performance evaluation, performance 

assessment or employee appraisal by which an employee performance has been inspected on 

certain standards, so that the employee performance can be appraised (Manasa and Reddy 2009; 

Muchinsky, 2012).  Performance appraisal practice like other human-resource practices enhances 

the   employee motivation, morale, developed changed attitude and productivity. Dressler (2011) 

defined performance appraisal as a process of “evaluating an employee’s current and past 

performance relative to his or her performance standards."  Harper (1996) described it as an 

examination of employee’s growth, employee’s competencies, career prospect and specialized 

achievement.  A firm hereby can collect all the gains when this evaluation process represents an 

employee’s skills escalation from the past to the present. In addition to this, Wilson and Western 
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(2000) delineated performance appraisal as “the annual interview that takes place between the 

manager and the employee to discuss the individual’s job performance during the previous 12 

months, and the compilation of action plans to encourage an improved performance” (p. 384).  

Organizations follow various kinds of appraisal methods and the characteristics of each appraisal 

method reflect the organizational culture (Randell, 1994). An organization conducts performance 

appraisal system not only to motivate or reward the employees, but also to identify training 

needs, career development, civilizing human, distribution of monetary and non-monetary 

benefits, succession planning, formulating a promotional chart and creation of human capital 

(Bowles and Coates, 1993; IDS, 2007; IRS, 1999). The main objective of the performance 

appraisal system is the development of employees. The evaluator transfers all the information to 

the top management, which was received from the mentors and coaches and then provides 

valuable feedback regarding the ways and means of gaining opportunities by concentrating on 

capabilities for achieving desired objectives (Rao, 2006).  At last, it can be submitted that to 

obtain the desired human capital; performance appraisal, recruitment, training, career 

development and pay are the prominent enablers. It can be understood from the above discussion 

that performance appraisal’s primary objective is not only the evaluation aspect but also the 

overall development of the employee and the organization. This notion has been well supported 

by Snow and Snell (1993) where they concluded performance appraisal is used not only for the 

evaluation but for the expansion of existence structure of the firm so that firm can achieve its 

competitive advantage with the help of employees’ capabilities. 

 

1.2.1.4 Reward Strategy 

Kao and Kantor (2004) described reward as anything which a company offers to its employees, 

intentionally or unintentionally, for the talent and contribution made. These rewards can be 

financial, non-financial or according to the needs of employees. It means designing a reward 

system is exceptionally difficult as it constitutes myriad of factors like compensation, 

payment and remuneration (Fuehrer 1994; Zingheim and Schuster 2000b).  Reward structure is a 

kind of investment, which is designed to stimulate a potential talent to join the organization and 

contribute to the organizational development (Becker, 1964). Lawler (1994) depicted that pay 

systems, company strategy and employee Behaviour are the main constituents of a reward 

strategy and, directly and indirectly, related to human capital (Lepak and Snell, 1999). 

Equitable rewards also contribute to the employee’s retention (Adams, 1963).  If an employee 
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realizes that the amount which he has been receiving for his valuable contribution is less than 

the equitable amount, he might think of shifting from the organization.  

 

Armstrong (1999) proposed that the values of the organization can be reflected by the reward 

policy. These policies enable the organizations to satisfy the employees and maintain fairer work 

culture. Kuhn (2009), in his study, identified the reward structure of an organization and its 

association with the culture of the organization. If the reward is based on distinctive performance, 

it gravitates individualistic culture and if the reward is based on a team performance, it leads to a 

collectivist culture. This type of reward system drives an employee to expose with different kinds 

of skills that enhance the productivity of employees (Snell and Bohlander, 2007). At last, we can 

say the total reward structure of a firm should focus on the employee and organizational 

development in order to be sustaining in the knowledge based economy (Yahya and Goh, 2002). 

 

1.2.1.5 Career Management 

Baruch (2004) defines career “as a process where the employee has the opportunity to develop 

through a variety of work experiences and roles in more than one organization.” Career 

management strategies “increases the likelihood of career goal attainment” (Noe; 1996). Gould 

and Penley (1984) categorized these strategies as feasibility of career, approval, time and effort. 

It is not easy to sustain in a competitive era, without proper career planning and career objective 

to achieve desired objectives. Greenhaus et al. (2000) define career management as “an ongoing 

process of preparing, developing, implementing and monitoring career plans and strategies 

undertaken by the individual alone or in concert with the organization’s career management 

system."  In the contemporary environment, social scientists have focused on the systematic 

career development of an employee who aligns with organizational productivity.(Sutaari, 2002) 

Traditionally it was not ubiquitous in organizations. Earlier there was only profit maximization in 

organizations; human resource management was used to be considered as a liability instead of an 

asset. However, over the time this approach has become obsolete because of the development of 

various human-resource practices.  

The present scenario is totally different from the previous one; now an organization not only 

considers its own future, but also concentrates on the employee’s career by aligning the 

individual goals with the organizational goals. Career management has become an important 

aspect of an individual who resulted in organizational commitment, job satisfaction, motivation, 
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increased human capital, skills and understanding between organizational culture and employee 

need (Snell and Bohlander;  2007, Sekhar et.al., 2013). Arnold (2002), in his study, stated that 

superior career management interventions could make a win-win situation for both the 

organization and an individual. These interventions should have a long existence in an 

organization, only then delivery can be expected.  It is interesting to observe how these 

interventions tackle individual priority. Hence, active participation and support from top 

management is also a crucial element in the success of career management intervention (Mayo, 

1991). Individual, organizational and social variables are the main factors of career success 

(Judge, et al. 2003). Exiting literature proposed that human capital has been very much 

influenced by career management (Dreher and Ash, 1990). Tharenou, et al. (1994), in their study, 

concluded that the investment made by an individual in education and experience is strongly 

associated with career development. We can conclude that strategy of career management 

associated with desire education and experience, adds significantly to the core competency of the 

organization through the increased human capital. 

1.2.1.6 Perceived Human Capital Creation 

Human Capital is considered to be the inimitable, intangible and a strategic asset to an 

organization, which serve as a critical success factor and impact the competitive advantage of the 

business.  Hence, human capital strategy of an organization needs to be formulated with at most 

clarity and conscience.  Garavan et al. (2001) underlined few of the strategies namely 

employability, flexibility and adaptability, which could be used to transform human resources 

into human capital. In addition to the efforts put forth by the organization, self-learning and 

interactive learning among their peers by the employees makes the process human capital 

creation seamless. Ulrich et al. (1999) underlined that the organizations nourish the human 

capital in different teams by equally focusing on the capabilities and commitment of the 

employees.  Analyzing the extant of literature on Human capital creation resulted that the focus 

was laid mostly on the economic perspectives. Bontis and Fitzent (2002) explained in his path 

breaking work, that the creation human capital through human capital effectiveness and human 

capital valuation. Employees perceive their human capital creation by contributing through 

intellectual capital corresponding to the investment made upon them. Further, it can be felt when 

an employee is made to climb the hierarchy with more responsibilities and an influential position, 

by highlighting his/her performance (Ulrich et al., 1999). Empowered employees feel more 
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authoritative and the relationship between skill, authority and status cannot be insignificant in 

any organizational scenario (Harley, 1999). Chatterjee et al. (2009) also advocates the impact of 

strategic management on organisational effectiveness for human capital development. Overall, 

human capital development or creation should be long term goal and meticulous planning and 

implementation of necessary strategies are an imperative. 

 

1.3 JOB SATISFACTION 

1.3.1 Conceptual and Theoretical Genesis 

Latham (2007), a scholar in Behavioural sciences of the present era was not only concerned 

about the impact of job satisfaction as a subjective thought but also reasoned it as Behaviour of 

natural reaction to a longing. The Behaviourists have given more importance to the cause and 

effect Behaviour of an employee.   Communal psychologists and sociologists have invented 

numerous replicas for this fact that happiness of employees depends on the relative aspects rather 

than the absolute eminence (Adams, 1963; Homans, 1974; Merton, 1957). In the field of the 

social psychology, researchers investigated the influence of personal and cultural situations on 

the individual Behaviour. It has been considered as the major discipline in the sociology. 

Delamater (2006) posited psychologists have focused on the ways in which eccentricity (self, 

attitude, and perception) affects individual, whereas sociologists focused on how sovietise 

(families, organizations, social institutions) affects individual Behaviour. Social psychology is 

the study of two aspects of human personal and collective Behaviour. Year on year social 

science’s scholars and social psychologists organize the research to evaluate the perception of the 

employee to his/her job (Spector, 1997).  Job satisfaction is one of the most researched topics in 

the cultural psychology (Pincus, 1986). Job satisfaction primarily depends on the employee 

perception toward his job.  Attitude is the disposition of emotional feeling of a person that is 

cultured and changed repeatedly. A change in individual comes from within. Job satisfaction is 

generated by various related factors, which cannot be ignored. Job satisfaction is the consequence 

of diverse feelings obsessed by a worker. Job satisfaction is a feeling which is a result of job 

dynamics, individual characteristics and social relation (Shajahan and Shajahan, 2004). Brayfield 

and Rothe (1951) described job satisfaction as the expression of attitude of employee considering 

the job. Further Spector (1997) stated that job satisfaction forces employee’s feelings to his/her 

job and the facets of job. Personal and organizational characteristic’s always affects the job 
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satisfaction (Mowday, Steers and Porter 1979). Locke (1976) explains job satisfaction as “a 

pleasurable or positive emotional state resulting from the appraisal of one’s job experience” (p. 

1304).  Locke definition includes the feeling and cognition, because feeling and cognition are 

linked in psychology and biology. Smith et al. (1969) described job satisfaction, as feelings of an 

employee have concerns towards his job. Similarly, Vroom (1982) defines job satisfaction as 

employee’s emotion toward his job. 

 

Job satisfaction has always been a centre of attraction for social science researchers. It has been 

researched from last century. The research on job satisfaction embarked from the Taylor’s study, 

when he found the employee’s job duties and novel ways for training the workers (Taylor, 1911). 

However, this primary study has stressed on maximization of employee efficiency. By the end of 

1930s, the study on employee's reaction towards their job was in pace due to Hawthorne 

experiments (Bruce and Walton, 1992). Since then research on job satisfaction has been carried 

out to investigate the feeling of an employee for the job. The concept of job satisfaction has 

emerged as the mixed perception of an employee to his job. Job satisfaction has been separated 

into two types:  intrinsic job satisfaction (satisfaction recognized with the internal aspects like 

achievement, recognition, feeling, attitude, etc.) and extrinsic job satisfaction (satisfaction 

recognized with external aspect pay, reward, working hours, etc.) (Hirschfield, 2002). There is 

one another view of job satisfaction that it is required to achieve high performance and 

motivation. Though potency of motivation depends upon the job satisfaction level, but it is not 

found to be common. Some theories (content theories) attempt to link job satisfaction and 

motivation in direct relationship and can be understood by the theories of job satisfaction. 

Theoretical explanation of job satisfaction – 

1.3.1.1 Maslow’s Need Hierarchy Theory  

Maslow (1943) developed a need hierarchy theory which contains five types of needs from lower 

to higher order. At the bottom, he presented the basic needs (food, shelter & clothes) and on the 

top he presented the self actualisation needs (self-development). 
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Figure 1.3 Maslow (1943) Need Hierarchy Theory 

 

• Physiological needs include: shelter, thirst, hunger, sex and other physical needs. 

• Safety needs include: protection and sense of security from bodily and poignant harm. 

• Social needs include: love, belongingness, familiarity in society and acquaintance. 

• Esteem needs include: sense of worth, sovereignty, and accomplishment. 

• Self-actualisation needs includes: development, achieving one’s latent, and self-

fulfilment. 

Maslow splits the whole need hierarchy framework into five levels. Bottom two levels of the 

hierarchy contained basic and safety needs, which are considered as the lower-order needs and 

the other three levels contain social, ego and self-actualization needs, considered as higher-order 

needs. Higher-level needs of hierarchy lead to internal satisfaction, where as lower level needs 

lead to external satisfaction. Therefore, conclusions that can be drawn from the Maslow’s theory 

are that every employee has its lower and higher level. If a person satisfies with his lower level of 

needs, then he automatically gets motivated to achieve the next level of the need in hierarchy. It 

presents the scenario that satisfaction leads motivation achievement. 

1.3.1.2 Herzberg’s Two-Factor Theory  

Frederick Herzberg a psychologist, who presented this theory in 1959. In his study he surveyed 

the workers, analyzed facts and concluded in various work factors called: 

• Hygiene factors : factors which are not directly contributors in job satisfaction  
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• Motivation factors: factors which are significant contributors to job satisfaction. 

 
Figure 1.4 Herzberg’s (1959) Two-Factor Theory 

 

In his study, Herzberg concluded; intrinsic content of job that leads an employee towards 

satisfaction and extrinsic content of job detracts from satisfaction. Motivational factors like 

promotion opportunities, recognition, responsibility, opportunities for personal growth and 

achievement are the factors which lead an employee towards job satisfaction and hygiene factors 

like pay, physical working condition, job security, company policies and qualities of supervision 

may not lead an employee towards satisfaction, but the absence of these can lead towards job 

dissatisfaction.  

1.3.1.3 Expectancy Theory 

Expectancy theory was developed by Victor Vroom in 1964. According to expectancy theory 

employee puts effort to obtain reward, in the expectation that his performance will lead to desired 

results. 
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Figure 1.5 Vroom’s (1964) Expectancy theory 

 

Vroom in his theory concluded that employees exert efforts towards the procured outcome in 

three conditions: 

Effort performance relationship: It indicates that employee has faith in his effort for acceptable 

outcome. Performance-reward relationship: It indicates that employee has faith in his 

performance for desired return. Rewards personal goal's relationship: It indicates the degree of 

the satisfaction experienced by an employee when he obtains the rewards by accomplishment of 

his professional goals.  

In this theory, if desired expectation matches with obtained one, it leads an employee towards job 

satisfaction and vice-versa. Thereby, this theory is an attempt to explain how the expectations are 

fulfilled and acknowledged cognitively.    

1.3.1.4 Equity Theory 

John Stacy Adams a Behavioural psychologist developed equity theory in 1963. This theory is an 

attempt to explain that an employee is not only concerned with the amount which he receives for 

his hard work but also the way he is being treated in comparison with others. The notion is that a 

fairness of reward stimulates an employee to stay with the organization for a long run. The ratio 

of input to output leads to structure of equitable payment at the workplace. This can be 

understood by following equation. 

 
Figure 1.6 Adams Equity Theory 

http://images.flatworldknowledge.com/collins/collins-fig07_007.jpg
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Inputs like effort, hard work, skill, adaptability, personal sacrifice, and support from co-workers 

and colleagues can be defined as the contribution of an employee by which he obtain 

rewards.  Outcomes are the positive or negative results that employees perceive as the 

consequence in comparison to be other. According to this theory if an employee is treated fairly 

for the same amount of exertion with his co-worker, then he feels satisfied and if he is not, this 

may lead him to dissatisfaction with job. 

 

1.3.2 DIMENSION OF JOB SATISFACTION 

Multidimensionality of job satisfaction is relatively fathomless and numerous researchers 

identified many dimensions of job satisfaction. Job satisfaction is the multifaceted aspect like 

pay, promotion, supervision, co-worker and work environment (Muchinsky, 1977; Pettite et al., 

1997). Latham (2007) listed following dimensions for the job satisfaction: administrative policy, 

job security, relative status, worker input, work itself, autonomy and opportunity for 

advancement. The most typical categorization for facet was proposed by (Smith et al., 1969): 

considering pay, supervision, promotions, and work itself. Locke (1976) adds few other facets: 

appreciation, working conditions, company management. 

 

Weiss et al. (1967) identified the diverse dimensions to compute extrinsic satisfaction (pay, 

chance of advancement and supervision) and intrinsic satisfaction (chance to use abilities and 

feelings of accomplishment from the job). Sharma (1971) studied different factors like decent 

pay, bonus, excellent supervision, labour-management, relations opportunities for occupational 

advancement for job satisfaction. Price and Mueller (1986) proposed various dimensions for job 

satisfaction pay, promotion chances, peer support, distributive justice, autonomy and supervisory 

support. These similar dimensions were also updated by Kim et al. (1996) in their study to 

measure job satisfaction. Mount (1984) identified various facets for job satisfaction like; career 

development, supervision, pay, company practices and overall job satisfaction. Jurgensen (1978) 

also suggested the important facet in their respective work as pay, co-worker, supervision, 

promotion opportunities, work itself for job satisfaction and these are supported by Judge and 

Church (2000). Various measurement models have been shown in the Table no.1.2 
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Table 1.2 Measurement Models of Job Satisfaction 

Author Scale Name Dimensions of Job 

Satisfaction 

Brayfield and Rothe (1951) Overall Job Satisfaction 18 items to measure job 

satisfaction 

Smith et al. (1969) Job Descriptive Index (JDI) Pay, Promotion, Work-itself, 

Supervision and Co-worker  

Weiss, et al. (1967) Minnesota Satisfaction 

Questionnaire 

Intrinsic job satisfaction 

(chances to use abilities and 

feeling of accomplishment) 

and Extrinsic job satisfaction 

(pay, chance of advancement 

and supervision) 

Hackman and Oldham (1974) Job Diagnostic Survey (JDS) Security, Compensation, Co-

worker and Supervision 

Taylor and Bowers (1974) Overall Job satisfaction  Pay, promotion, supervision, 

Work, co-worker, progress 

and organization.  

Warr, Cook and Wall (1979) Global job Satisfaction Extrinsic and Intrinsic job 

Satisfaction  

Schrieshein and Tsui (1980) Job Satisfaction Index Work-itself, pay, supervision, 

co-worker, promotion 

opportunities and job 

satisfaction in general  

Hathfield, Robinson and 

Huseman (1985)  

Job Perception Scale Work-itself, pay, promotion, 

supervision and co-worker 

Bacharach, Bamberger and 

Conley (1989) 

Job Satisfaction  Relative to 

Expectation (1991) 

Job stress, role conflict and 

role ambiguities 

Spector (1997) Job Satisfaction Survey (JSS) Pay, co-worker, promotion, 
supervision, communication, 
rewards, benefits, operating 
procedure and work-itself  
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Past studies clearly acknowledged numerous related factors which drive the job satisfaction 

levels in the organizational scenario. Hence, present study has spotlighted nine 

major factors of job satisfaction. These are as follows; pay (pay raise and satisfaction with pay), 

Promotion (satisfaction with promotional prospects), Supervision (satisfaction by immediate 

boss),  Benefits (satisfaction with fringe benefits, etc.),  Reward (satisfaction with reward (not 

necessarily monetary) given for good performance),  Operating procedure (satisfaction with the 

rules and procedure),  Co-worker (satisfaction with colleagues),  Work-itself (satisfaction with 

the type of work done), Communication (satisfaction with the communication within the 

organization) these are discussed as below (Spector, 1997). 

 

 
Figure 1.7 Factor Structure of Job Satisfaction (Spector, 1997) 

1.3.2.1 Pay 

Employees do not work for free. They want something in revert for their efforts, which they put 

for the organizational success. Equity theory is the base for pay satisfaction (Heneman and Judge, 

2000). According to the equity theory and discrepancy model, pay is the amount of fairness 
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received by an employee in contrast to his peers (Adams, 1965; Lawler, 1971, 1981). Pay 

comprises as the most important part of expenses for the employees in organization. Heery and 

Noon (2001, p. 306) define pay as “payment for work, which can assume a number of different 

forms, including a basic wage or salary, supplementary cash payments, such as shift pay and 

overtime pay, and benefits in kind." Concepts such as remuneration, wage or salary are 

frequently used as the synonym for pay (Erasmus et al., 2001). Pay is considered as one of the 

crucial factors for the attitudinal outcomes related to job (Weiner, 1980). Overall attitude of an 

employee to his employer as an outcome of pay is termed as organizational pay satisfaction. 

There are various institutes and professional associations, which offer a course in compensation 

management to evaluate the pay and employee satisfaction relation. It has been found that 

satisfaction with pay is crucial to extract productive work Behaviour (Deckop, 1992). Pay 

structure is an important aspect to determine job satisfaction and motivation (Lawler, 1971). 

Human-resource manager and scholars of social sciences are subsequently found the importance 

of pay (Gomez-Mejia and Balkin, 1992) as pay (money) shapes the employee Behaviour toward 

organization (Opsahl and Dunnette, 1966). 

 

1.3.2.2 Promotion  

According to tournament theory, organization uses promotion as an award for the productive 

employees. Promotion is an effective means to appraise the effort of an employee. Thereare 

several ways of promotions, such as increment in salary, higher hierarchy post, fresh work with 

new project, enhancement in status and respect in the eye of subordinates, a sense of achievement 

and social admiration. There are three things which drive a need for promotion: itch (achieve 

more), money (need to be extra) and ego (learn more). Promotion can be defined as the 

recognition of an employee for the efforts which he put to attain the organizational goal.  Grobler 

et al. (2002, p. 237) define promotion as, “the reassigning of an employee for a higher-level job.” 

Promotion is the up gradation of an employee in the organization hierarchy. Promotion comprises 

various aspects like wage increment, employee's mobility (Blau and DeVaro 2007, Cobb-Clark 

2001, Hersch and Viscusi, 1996, Olson and Becker 1983) and have an impact on job satisfaction 

(Pergamit and Veum 1999). Promotion also plays an important role in the job satisfaction like 

other aspects; pay, job involvement and commitment (Heywood and Xiangdong). In support to 

this, lack of promotion opportunities leads to job dissatisfaction and leads to negative attitude 
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(Watson and Scindman 1941; Blum 1959). Opportunities for promotion should be granted for 

competent people to gain organizational profit (Das, 2002).   

 

1.3.2.3 Supervision 

Supervision in general is defined as the guidance by one specialist to a new employee. A project 

is offered to the fresh employee and is reviewed on a time gap. It is a learning, supportive and 

thorough process, which is useful to build professional ethics. Supervision refers to a method 

which describes the objective and ways to accomplish by the subordinates. Supervision is a way 

which provides a base for learning and creative work (Bolton, 2001; Moon, 1999). Supervision 

can be explained as helping relationship that can be social work, counselling, mentoring or 

executive coaching. Mead et al. (1999) stated supervision as a helping relation which fosters an 

employee to gain expertise in the work and suggested few principles of supervision to make a 

sound relationship between supervisor and subordinates.  Supervisor is a person who supervises 

his immediate juniors’ activity and instructs them for task completion (Melcher, 1976). 

Frankness, supportiveness, stimulus and empowerment are the main characteristics of a 

supervisor (Eisenberg and Goodall, 2004). In other words, of Nel et al. (2004, p. 453) supervisors 

are the individuals those “control the activities of lower-level employees." Supervisor acts like a 

coach, who is responsible for the competency of the subordinate. Supervisor also helps in 

shaping the career goal of the subordinates and ways to achieve them. Supervision is of one of 

the important factors like any other (working hours, promotional opportunities and wages) that 

leads to job satisfaction (Bell and French, 1950). 

 

1.3.2.4 Benefits 

Success of an organization ultimately relies on the effectiveness of the human resource function. 

It can be done by human resource practices. So, human-resource practices need to be a process to 

achieve organizational objectives. The purpose of employee compensation is to attract, retain and 

provoke the human resource. Some of the benefits are fixed in nature, which are provided to all 

and some are flexible, which are provided to few employees, to encourage their performance. A 

passable compensation is a factor that helps an organization in attracting people as well helps in 

retaining existing employees. Benefits have an integral part in the compensation plan. Extant of 

literature (Davis and Ed Ward, 1995; Moore, 1991; Streib, 1996) presented employee benefits as 

a source of employee satisfaction. There are a lot of benefits plans (healthcare plan, retirement 
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plan, insurance policies, pension schemes, paid vacation, social gathering, EAPs etc.) tendered by 

the organizations to enhance the productivity of an employee. Now organization considers 

human resource as an asset for long-term sustainability. Some of the business expenses like 

parking, transportation and vehicle loan are also provided as benefits and which leads to 

satisfaction of the employees (Suntrup, 1989; Kossek and Nichol, 1992). Above discussion 

supported that an employee, who obtained the sufficient benefits can yield productive work 

(O’Brien 2003; Reddick and Coggburn, 2007; Roberts et al., 2004). 

 

1.3.2.5 Reward 

A reward refers to all tangible or intangible means that organizations grant for the employee 

deliberately or accidentally in exchange for his competency and contribution in organizational 

development. The general objective of rewards is to motivate employee, in accordance to 

the system for the achievement of organizational desired goals. Reward is not just like pay and 

benefits; it is also the concern with the non financial rewards like appreciation, education, 

personality development and status. Reward is a set of ideas and values that compel an employee 

to perform for the organization. Reward is not just a financial nor non financial means of 

satisfying the employee; it is a much wider term blended with both means and should be a 

flawless reward approach (Fuehrer 1994; Kao and Kantor 2004: Zingheim and Schuster 2000b). 

Reward can be categorized into two parts extrinsic and intrinsic. Extrinsic reward includes the 

financial reward, social reward and developmental reward. On the other hand, intrinsic reward 

includes expertise, productivity and self-efficacy. 

 

When an employee creates his presence in the attainment of organizational objective, in return of 

it, he receives some appreciation for his efforts, are called reward. It can also be known as 

performance pay. Hence reward plays an important role in the employee organizational 

relationship (Eisenberger et al., 1997). Lawler (1994) explained reward strategy as reward 

approach linking pay systems, company policies and employee attitude. Researchers have 

subsequently investigated that rewards have a significant impact on employee satisfaction 

(Bartol, 1979; Locke, 1976). And recently McAuliffe et al. (2009) presented a view that 

employee with reward reports more job satisfaction. 
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1.3.2.6 Operating Procedure 

Operating procedure can be understood as the rule and regulation of the organization to 

regularize its customary activities. Organizations have to follow these procedures to operate its 

usual activities and to improve its productivity. Organizations use these rules and regulations to 

truncate grievances, employee satisfaction, reduction in cost and better financial performance. 

Akbari et al. (2013) added a good decision making procedure not only affects the satisfaction of 

customer but employee too. These principles also help the employees to set the standard of 

performance and attitude required to carry his job responsibilities and commitment to the 

organization. A sound operating procedure system enables an employee to commit less errors and 

provide instructions for work and reduce stressful condition (Gross, 1995; Fathonah and  

Hartijasti, 2014). In addition to this Hadighi et al. (2013) suggested operating procedure should 

follow the rule of management by structure rather than management by objective, which uplifts 

the satisfaction level of the employee. Operating procedure system also prevents an employee 

from hazardous situation. Employee safety also considered as the aspect of operating procedure. 

Above discussion clearly states that employees with the convenient process tend to satisfy with 

principles of organization. 

 

1.3.2.7 Co-Worker 

Communal interface with colleagues is a crucial job aspect for many workers. Co-worker 

relationship also forces an employee to stay back with the organization for a long term, thus 

manager needs to make societal environment to attain organizational objectives. We spend most 

of the time at work with our co-workers; therefore individual interaction is needed for the smooth 

flow of work.  A co-worker can be defined as a person who works within same organization at 

any level. Kram and Isabella (1985) describe the co-worker; can be equal to a friend with whom 

an individual talks about his general issues with frankness and confidence. Co-worker 

satisfaction refers to employee perception of the faithfulness and closeness with co-workers 

(Billings and Moos, 1982). Co-worker satisfaction may be driven due to perception and ethics 

with the fellow workers, surrounded by caring and the sensitive fellow workers who help in goal 

attainment. Mahdavi et al. (2014) also stated that creative organizations needing teams to 

combine and integrate inputs from other teams, the teams’ structure of interaction is an important 

prerequisite for creativity. In addition Kumar (2014) proposed environmental knowledge as the 

main factor of the good friendly Behaviour. Thus, co-worker is an important facet of job 
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satisfaction supported by extant literature (Patterson et al., 1975; Smith et al., 1969). Kirsch 

(2002) and Sias (2005) stated that co-worker satisfaction of an employee leads to self-esteem, job 

satisfaction and perception of workplace (Riordan and Griffeth, 1995; Revicki et al., 1993). 

 

1.3.2.8 Work Itself 

Work itself can be said as the work done by the employee itself with satisfaction. It includes 

various facets like inspiration to reap opportunities, learning, self –sufficiency, shifting of task, 

job improvement and task difficulties (Smith et al., 1969). It is a motivational aspect which is 

depended on inner drive considering the engagement of an employee with work.  It creates the 

self-confidence in his competency and to enhance the quality of work. In the support Herzberg et 

al. (1959) concluded in their study, job satisfaction can occur in the true sense when an employee 

fined opportunities for intellectual enhancement. An employee can be satisfied when he found 

himself in a sound relation with the job, and if there is a person-job relation exists then the 

outcomes will be productivity and effectiveness (Hackman and Oldham 1980). Work itself 

satisfaction mainly considers with job features (Hackman and Lawler 1971; Hackman and 

Oldham 1975). Work itself is a self-motivated concept which is driven through inner feeling. In 

the non financial firms where employees are getting the very nominal amount, but the outcome 

may be up to the mark. So, motivating factors, which are described in Herzberg theory plays a 

significant role in job satisfaction and works itself is one of them.   

 

1.3.2.9 Communication 

According to communication theory, it is a two-way process because it includes sharing of 

information by receiver and sender (Quirke, 1995). Information lacks in multidimensionality as it 

is one sided like Internet messages and newspaper (Nutt, 1999) and when information is shared 

by various parties on an understanding basis, it becomes communication (Elving, 2005). Holm 

(2006) defines communication as a means of sharing information between two or more 

individuals. Communication is a process through which two or more individuals exchange their 

messages and ideas. Communication satisfaction is defined as “the personal satisfaction inherent 

in successfully communicating to someone or in prosperously being communicated with” 

(Downs and Adrian 2004, p.140). The magnitude of communication has been identified by all 

kinds of organizations (Pincus, 1986). A good communication system enhances the productivity, 

shows improvement in services, cost reduction, job satisfaction and innovation (Clampitt and 
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Downs, 1993). It is assumed that senior-junior relationship is a pompous aspect for commitment 

and satisfaction of an employee (Downs et al., 2002, Cho et al., 2008) and communication plays 

an influential role in this relation. Literature as well suggests the importance of communication in 

change management (Heathfield, 2008). Sias (2005) in her study stated apparent communication 

system of an organization also affected job satisfaction like other factors. Tor and Owen (1997) 

in their study supportably said that poor organizational communication system may lead 

employees towards the dissatisfaction and intent to leave the organization. 

 

1.4 ORGANIZATIONAL COMMITMENT (OC) 

1.4.1 Conceptualization and Genesis 

OC can be defined as the employee loyalty towards organization. The term ‘organizational 

commitment’ was introduced by Howard Beckar in 1960, more than 50 years back. Beckar 

(1960) developed a side-bet theory and introduced the word organizational commitment. In his 

theory Beckar (1960) stated, “Commitments come into being when a person, by making a side 

bet, links extraneous interests with a consistent line of activity.” Side bet theory has proposed 

impact of side wages on human being. This theory proposed various side bets, but Beckar 

considered them under only few heads. In his theory, Beckar suggested various side bets namely: 

generalized cultural expectations about responsible Behaviour ( importance of the reference 

group on the Behaviour of human being), self-presentation concern ( concern with  consist social 

Behaviour employees), Impersonal bureaucratic arrangements (policies-related related reward & 

benefits system for a long term employee-organization relationship), Individual adjustments to 

social positions (employee's orientation program to understand the organizational requirement) 

and non-work concerns (loss of monetary and social value when an employee leaves the 

organization) and said violation of these side bets may lead negative results. After evolution of 

this theory, Ritzer and Trice (1969) examined it empirically, to assess the commitments. They 

develop a set of questions to test the commitment in various conditions while incentive provided 

to an employee. Not only this study but Alluto et al. (1973) and Hrebiniak and Alutto (1972) also 

used these questions and provide assorted results. 

 

After evolution of commitment, many of the researchers explained organizational commitment 

Kanter (1968, p. 499) defined organizational commitment as "the willingness of collective orders 

to give their energy and loyalty to communal systems." Hrebiniak and Alutto (1972, p. 556) 
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defined organizational commitment as “a reaction of various combinations of employee 

organization dealings and different issues".  According to Salancik (1977) organizational 

commitment as “state of being in which a person becomes bound by his deeds to beliefs that 

sustain the actions and his own involvement." Steers (1977) proposed organizational 

commitment as a perception of an employee that includes motivation of consideration by 

organization, and a desire to be with organization for a long time. Mathieu and Zajac (1990, p. 

171) described organizational commitment “a liaison between employee and organization." 

Morrow (1993) describes organizational commitment as “worker obligation towards 

organization” (p. xviii). A well-accepted definition is given by Meyer and Allen (1997) as 

“Organizational commitment is a multidimensional construct. Commitment can take different 

forms and can be directed at distinctive constituencies in the organization." Meyer and 

Herscovich (2001) described organizational commitment as a construct with multidimensionality, 

which have a significant effect on organizational productivity supported by (Riketta, 

2002).  Although organizational commitment is multidimensional construct, which emotionally 

bound an employee to the organization for future gain. So we can say organizational commitment 

is a state where employees are involved with cognitively and Behaviourally in the 

organizationally desired task. Further presented models will help to explain the OC. 

 

1.4.2 Models for Organizational Commitment 

Theorists have provided various models explain OC. These models define how OC can be 

developed. These models are discussed as follows: 

1.4.2.1 Process Model 

Mowday et al. (1982) recommended that OC is a process that starts before employees start 

working. This process consists of three stages anticipation, initiation, and entrenchment.  

First stage is called anticipation, is the expectation and objective that attract an employee towards 

the organization. Second stage of the process model is initiation, which occurs at the starting 

period with the job or during initial two- three months in the organization. This period is very 

important to develop work attitude toward the employee (Meyer and Allen, 1988). The third 

stage entrenchment occurs from 12 months of working to continues till life time. It is continuance 

of employee task, attitude and BEHAVIOUR. This model suggests that initial attachment and 

stability of an employee decreases the chance of termination of relation with organization.  
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1.4.2.2 Early Experiences Model 

Pascale (1985) instigated the model of OC development based on prompt experience. Here 

preliminary experience refers to issues with recruitment, selection, socialization and process of 

OC development. He stated in his study that organizations are using different kinds of techniques 

for effective recruitment, selection and induction. This promotes a willingness to gain knowledge 

and accepts the organizational cultural value. That bounds an employee with the organization.  

1.4.2.3 Organization Based Model 

Organization based model for OC development suggested by Angle and Perry (1983). This 

model depends on the treatment of organization with its members.  Stevens et al. (1978) 

approved this model by postulating that job and roll distinctiveness and the environment of work 

experience persuaded the level of commitment. Hence it can be deduced that employee 

recognizes encouraging work surroundings and it will further increases the loyalty of an 

employee. 

1.4.2.4 Member Based Model 

Member based model is also suggested by Angle and Perry (1984)  for OC development when 

the locus of dedication dwells in the proceedings and characteristic of employees who lead to the 

commitment of an employee. 

1.4.2.5 Exchange Model 

Blau (1964) and Organ (1988) stated that if there is an exchange of efforts and recognition 

between employee and organization, it enhances the OC. While an employee interacted with 

other interpersonal bases, cultural and economic exchanges take place (Blau, 1964). Social 

exchange is based on trust and norms, and economic exchange is grounded on compensation for 

his efforts (Settoon et al., 1996). 

1.4.3 Measurements of Organizational Commitment 

Social science researchers have accepted the multidimensionality of organizational commitment 

and describe the different dimensions for organizational commitment. Initially, Beckar (1960) 

identified the diverse basic dimensions for commitment like widespread civilizing expectations 

about conscientious Behaviour, self-management concern, impersonal intrusive arrangements, 

individual adjustments to social and non-work concerns based on these side bets Ritzer and Trice 

(1969), Alluto et al.(1973),  Hrebiniak and  Alutto (1972) empirical tested the commitment of an 

employee. 

Etzioni (1961) projected three dimensions for organizational commitment: moral involvement, 
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calculative involvement, and alienative involvement. Kanter (1968) listed various dimensions for 

organizational commitment namely cohesion commitment, control commitment and continuance 

commitment. Staw and Salancik (1977) measured organizational commitment by using two 

approaches such as social psychology approach and organization Behavioural approach. 

Similarly Mowday et al. (1979) divided organizational commitment in the attitudinal and 

Behavioural aspects. McGee and Ford (1987) recognized two dimensions for organizational 

commitment, affective and continuance commitment.  

Table 1.3 Measurements models of Organizational Commitment 

Author Scale Name Dimensions of Job 

Satisfaction 

Mowday et al. (1979) Organizational Commitment 

Questionnaire  

Job commitment measure 

Cook and Wall (1980) Organizational Commitment 

Scale   

Organizational identification, 

organizational involvement and 

organizational loyalty 

Angle and Perry (1981) Organizational Commitment 

Scale   

Value commitment and 

commitment to stay 

Mowday et al. (1982) Shortened Organizational 

Commitment Questionnaire 

Attitudinal and affective 

commitment 

O’Reilly and Chapman 

(1986) 

Psychological Attachment 

Instrument 

Compliance, Identification 

Internalisation 

Penley and Gould (1988) Organizational Commitment 

Scale 

Moral, calculative and 

Alienative 

Mayer and Schoorman 

(1992) 

Organizational Commitment 

Scale 

Value and continuance 

Jaros et al., (1993) Organizational Commitment 

Scale 

Affective, continuance and 

moral 

Balfour and Wechsler 

(1996) 

Organizational Commitment 

Scale 

Affiliation, identification and 

satisfaction exchange 

Meyer and Allen (1997) Three Component Model for 

Organizational Commitment 

Affective, Continuance and 

Normative 
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1.4.4  Dimensions of Organizational Commitment 

The present study is based on the Meyer and Allen (1991, 1997) three component model, which 

measures organizational commitment. These components are considered as the dimensions for 

present study as these are widely accepted dimensions. These are affective commitment 

(psychological attachment of employee), continuance commitment (cost associated while leaving 

the job) and normative commitment (sense of obligation to organization). 

 
Figure 1.8 Three component model of Organizational Commitment (Meyer and Allen. 1991, 1997) 

 

1.4.4.1 Affective Commitment (AC) 

Mowday et al. (1979) uttered affective commitment as a virtual force that attach employee with 

the organization. Similarly, Meyer and Allen (1984) referred affective commitment as the 

psychological attachment of human with the organization. The power of affective commitment 

reflects by scope of accomplishment of an employee with the organization (Storey, 1995). If 

individual expectations and needs match with organizational environment, it generates affective 

commitment of an employee for organization. Tetrick (1995, p 589) also defined affective 

commitment as “value rationality-based organizational commitment, which refer to the degree of 

value congruence between an organizational member and an organization." Three component 

model of organizational commitment by Meyer and Allen (1997) pointed that affective 
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commitment is predisposed by contribution, steadiness, job clarity, co-worker support, 

accessibility of management and fairness and personal importance. By the above definition, it 

can be clearly understood that if an employee found himself in encouraging organizational 

environment where he can achieve his desired goal and can achieve the success, then he is 

supposed to show affective commitment. In support to this Beck and Wilson (2000) phrased, 

growth of affective commitment involves recognition of self and internationalization. In a 

common way affective commitment defined as the degree to which employees recognize within 

organization (Allen and Meyer, 1990). Employees with the higher affective commitment 

associate with organization because they want to do so.  

 

1.4.4.2 Continuance Commitment (CC) 

Second dimension of the three component model of OC is termed as continuance commitment. 

Meyer and Allen (1997, p 11) posited continuance commitment as “consciousness of the costs 

allied with the departure from the organization." Kanter (1968, p. 504) argued continuance 

commitment occurs when leaving cost is much more than the staying gains. Similarly to this 

Stebbins (1970, p.527) define continuance commitment as “the awareness of the impossibility of 

choosing a different social identity because of the immense penalties involved in making the 

switch." Fundamentally, continuance commitment is calculative in nature because an employee 

knows the cost of leaving and association. This awareness of the cost forces an employee to show 

continuance commitment towards the organization.  Continuance commitment can be explained 

as an influential involvement within the organization by the employee where the employee 

connected with organization on the basis of gains of staying with the organization (Beck and 

Wilson, 2000). Meyer and Allen (1984) also argued that employee remains with organization 

depend on cost of leaving, and it provides strength to the continuance commitment. Tetrick 

(1995, p 590) posited that “continuance organizational commitment will therefore be the 

strongest when availabilities of alternatives are few, and the number of investments are high." 

However, in contrary to this if an employee found lucrative opportunities, he /she will not 

hesitate leave their existing organization. Employee with higher continuance commitment 

remains with organization because they need to do so. 
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1.4.4.3 Normative Commitment (CC) 

The third dimension of three component model of organizational commitment is normative 

commitment. Normative commitment can be described as the obligation of employee towards 

with organization. Although organizational commitment has not obtained much more attention in 

the form of obligation, but normative commitment provided a small insight on it. Meyer and 

Allen (1997, p 11) explain normative commitment “as a sense of obligation to remain with 

organization”. Wiener and Vardi (1980, p 86) defined normative commitment as a job 

BEHAVIOUR which is directed by the sense of responsibility and obligation towards the 

organization. Sense of obligation to stay with organization for a long run may be influenced by 

the cultural and organizational socialization (Wiener, 1982). Understanding and respect between 

employee and organization provides a strong base for development of normative commitment 

(Suliman and Iles, 2000). It is based on social exchange theory, which concluded that person 

accepting the gains with normative commitment has to repay in some way (McDonald and 

Makin, 2000). Meyer and Allen (1991, p 88) posited that normative 

commitment can be developed through socialization. Payment of rewards and benefits in advance 

may also enhance the normative commitment like on job-training cost, college tuition fee etc. 

These investments create some dispute between organizational and employee relationship 

because, organization bounds the employee with organization until he repays the entire amount 

(Scholl, 1981). Employee with higher normative commitment feels that he is ought to remain 

with the organization. 

 

1.5 RATIONALE OF THE STUDY 

Since employees are the backbone of organization, and they usually contribute for the progress of 

it. Both organization and current business environment knew this conception. Human capital is 

the sum of knowledge, skills and ability of the organization. Further, human capital of 

organization resides in organization’s employees.  Current study extends the predictive function 

of OC and JS, with their dimensions towards the human capital creation. Present study will also 

contribute to a literature pool of study variables In today’s competitive era, organizations are 

facing cut throat competition from national and international competitors. To sustain in this era 

organization needs to develop employees as a competitive weapon. For this companies not only 

need to retain but also to develop human capital within the organization. To achieve this 
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objective companies require committed and satisfied employees. Positive job attitude of an 

employee enhances the skill, ability and knowledge.  

 

In previous studies, JS and OC have been investigated in relation with employee performance, 

absenteeism, labour turnover and organizational citizenship Behaviour etc. Both have been the 

favourite issues for academicians and researcher for employee retention. However, unfortunately 

contemporary scholars failed to investigate predictive functions of JS and OC towards human 

capital creation.  In the present study, we investigate JS and OC at different aspects. Present 

study investigates JS and OC as the source of human capital creation. Existing literature is not 

able to highlight this notion with reference to Indian context, which is having a pool of talented 

people. So, it is very necessary to develop a strong pool of human capital for the organization by 

positive job attitude. Only few studies have investigated this relationship.  Deficit of the study 

variables' relationship, forces us to organize the present study. Present study will bridge the gap 

for the proposed relationship of the study variables. Present study will enhance the understanding 

of the study variables OC and JS as the source of human capital creation. 

 

1.6 SCOPE OF THE STUDY  

In social sciences, there is a huge scope to explore the construct with its antecedents and 

consequences. However, a single study cannot cover all the relevant relationships. At the initial 

stage of the study, research design is prepared which defines the limit of our study. Scope of the 

study covers the following: 

1. Present study covers three constructs: JS, OC and HCC. 

2. The crucial aspects of the present study are middle and senior-level executives (with their 

demographic features: gender, education and marital status) from northern part of the 

country. 

3. Present study explores the nine dimensions of job satisfaction (pay, promotion, rewards, 

benefits, supervision, co-worker, operating procedure, communication), three dimensions of 

organizational commitment (normative, affective, continuance) and six dimensions of human 

capital creation (recruitment, training, reward, performance appraisal, career management, 

perceived human capital creation). 

4. Present study analyzes linkage of JS, OC and HCC along with their respective dimensions. 
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5.  Further, present study analyzes predictive functions of two attitudinal construct (job 

satisfaction and organization commitment) toward the psychological construct (HCC). 

 

1.7 OBJECTIVES AND RESEARCH QUESTIONS OF THE STUDY 

O1: To examine the human capital creation in Indian organizations respect to demographic 

variables (gender, education and marital status). 

RQ1: Does the perception of Indian executives related to HCC vary on the demographic     

features (age, gender, education and experience)?  

O2: To examine the job satisfaction in Indian organization respect to demographic variable (age, 

gender, education and experience). 

RQ: 2 Does the perception of Indian executive related to JS vary on the demographic features 

(age, gender, education and experience)? 

O3: To examine the organizational commitment in Indian organizations respect to the 

demographic variables (age, gender, education and experience). 

RQ3: Does the perception of Indian executives related to OC vary on the demographic features 

(age, gender, education and experience)? 

O4: To study the job satisfaction and Organizational Commitment as Predictors of human capital 

creation in select business organizations in India. 

RQ4: Does JS and OC predicts the HCC? 

RQ5: Which dimensions of JS significantly predicts HCC? 

RQ6: Which dimensions of OC significantly predicts HCC?  

O5: To provide for new outlook present to study variables. 

RQ7: What kind of contribution present study will make in existing literature? 

 

1.8 STRUCTURE OF THE THESIS 

This thesis consists of five chapters. Chapter 1 explains the theoretical background and 

development of the study with problem statement by introducing the current study variables 

(human capital creation, job satisfaction and organizational commitment) and also declare the 

importance of the present study along with the contributions. Chapter 2 presents literature review 

of study variables. Review of literature helps us to identify, the major antecedents and outcomes 

of study variables. As well contemporary research on human capital, job satisfaction and 

organizational commitment are identified. The chapter also presents the linkage of independent 
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variables (job satisfaction and organizational commitment) with dependent variable (human 

capital creation). The chapter also presents theoretical and empirical support for the study 

hypothesis. Chapter 3 introduces the research design, including objectives of study and 

hypothesis, participant, data collection procedure and demographic characteristics of the 

participant. The chapter also presents reliability, validity for instruments used for the present 

study. It also highlights the detailed information about various statistical tools and techniques that 

are used to measure the data and for the achievement of study objectives. Chapter 4 provides the 

analysis and interpretation of obtained results. Discussion of the results also presented in the 

chapter. Chapter 5 presents the concluding remarks, future prospects and contribution of the 

study along with the limitations. 
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CHAPTER 2 

LITERATURE REVIEW AND HYPOTHESES DEVELOPMENT 

2.1 OVERVIEW OF THE CHAPTER 

The previous chapter of the study provided theoretical genesis, including conceptualization and 

development of the study variables: HCC (Human Capital Creation), OC (Organizational 

Commitment) and JS (Job Satisfaction). Structural development of the study variables has been 

discussed to show substantial expansion. In continuation, this chapter incorporates antecedents 

and consequences for the study variables. This chapter consists of relevant and accessible 

literature based on the past studies that explores the study variables as predictor, mediator and 

criterion. A literature survey has made to find out linkages among study variables and the 

mechanism behind it. Based on past research and theories, hypotheses for the study are 

developed. 

 

2.2 JOB SATISFACTION (JS) 

Social science scholars have been consistent to propound novel concepts for the advancement of 

employee wellbeing. Famous theorist Herzberg (1966) and Maslow (1954) has devoted in 

researching employee need and motivational factors. Both theorists have found organizational 

and individual focused factors for productivity enhancement. Edwin Locke (1969) stated, “Job 

satisfaction as the relationship between what a person wants from a job and what the job actually 

offers.” Taylor (1911) has set the stage with his pioneering research contributions to the provided 

job satisfaction studies. First study of JS was mostly focused on employee efficiency. However, 

Hawthorne experiment in late 1930s stimulated the employee's job attitude studies (Bruce and 

Walton, 1992). Since then JS has been a widely used construct in the academic domains of social 

sciences (Brief and Roberson, 1989; Ferratt, 1981; Hoppock, 1935; Gruenberg, 1980; Kunin, 

1955; McClusky and Strayer, 1940;  Peters et al. 1981; Staple, 1950; O’Connor et al., 1978; 

Organ and Near, 1985; Price and Mueller 1981). JS can be understood as a pleasurable emotion 

of job felt by the employee. JS also considered as a perception of an employee to his job, it can 

be positive or negative, based upon the organizational job settings. Positive attitude of employees 

leads to productivity. Brayfield and Crockett (1955) underlined that job satisfaction and 

employee performance is not related to each other, and no proof is available for this relationship. 

However, Choudhary et al. (2013) argued that job dissatisfaction significantly affects the 
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employee’s productivity. Most of the researchers confirmed the relationship between 

productivity and job satisfaction (Herzberg, 1966, Locke, 1969, 1976, 1979; Maslow, 1954, 

McGregor, 1960). Chand (2006) posited various causes of employee’s dissatisfaction and listed 

job stress as one of them, which is the cause of psychological factors. He concluded that positive 

attitude of an employee can resolve the said issue. JS is an attitudinal outcome, which is 

associated with organizational settings. It is the positive job attitude of an employee which boosts 

the job performance, motivation, productivity, work values and mitigates the absenteeism, stress, 

labour turnover and burnout (Begley and Czajka, 1993; Tharenou, 1993).  

 

2.2.1 Antecedents and Consequences of Job Satisfaction 

Hoppcock (1935) defines JS as “A combination of cognitive, physiological and environmental 

circumstances that causes a person honestly say, I am satisfied with my job.”  This definition 

states that when an employee satisfies by his job’s physical, social and   intellectual aspects then 

he proudly states himself as a satisfied employee. There are numerous amounts of factors that 

contributes to the JS such as , occupational: pay, recognition, supervision, working conditions, 

autonomy (Prelip, 2001) and personal factors: age, gender, education and experience (Eichinger, 

2000; Peterson and Custer, 1994). Blegen 1993; Irvine and Evans, 1995; Locke, 1976; Upenieks, 

2000) in their meta-analyses have proposed numerous antecedents of job satisfaction autonomy 

(power to take decision), growth/development (education, training and  development);  Economic 

rewards (pay, benefits and rewards); work demands (structural intricacy, timidity of work 

circumstances, or poignant vow); promotion (opportunity for growth and advancement, 

recognition by top management ); meaningfulness workload (pressure time, social problems, 

conflict, stress and grievance handling;  supervision (perception of fairness, supervisor support, 

supervisor recognition);  work content (skills variety, job complexity, role ambiguity and job 

routine); communication (complaint and suggestion);  co-workers (professional relationship or 

capability of a co-worker). 

 

Furthermore Yang (2010) investigated the antecedents and consequences of job satisfaction and 

found that; work autonomy, role conflict, socialization, burnout as the significant predictors of 

job satisfaction and organizational effectiveness in terms of greater continuance, affective 

commitment and lesser turnover rate as the outcomes of the job satisfaction. In addition Chand 

and Koul (2012) found less job stress as the prominent outcome of job satisfaction. The 
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consequences of job satisfaction are versatile in nature which leads to employee’s productivity by 

reducing job stress and job conflict.  

JS is among the variables which are thoroughly researched in social sciences. It measures the 

degree of attachment which an individual feels about his/her job (Spector, 1996; Stamps, 1997). 

JS is highly correlated with motivation, absenteeism and burnout (Chiu, 2000; Tharenou, 1993). 

Table no.2.1 represents the multi-functionality of JS, which demonstrates job satisfaction as 

criterion/ mediating/ predictor variable for other variables. 

 

Table 2.1: Literature on Multi-Functionality Job Satisfaction 

Author Sample JS as  criterion/ Mediating/ Predictor variable 
Glisson, and 

Durick (1988) 

 319 employees from 

22 service sector 

organizations 

Criterion variable;  

Job Characteristics, role ambiguity and skill variety 

Pool (1997). 125 adult Americans Criterion variable; 

Work motivation, initiating structure, leadership 

Behaviour , task substitutes and organizational 

substitutes  

Gaertner (2000) Qualitative study Criterion variable; 

Promotional opportunities, supervisor relationship 

and distributive justice 

Janssen (2001) 134 middle and 

lower level 

employee of food 

sector form  Dutch 

Criterion variable; 

Perception of fairness 

Judge and 

Bono(2001) 

 Qualitative analysis Criterion Variable; 

Generalized self-efficacy, self-esteem,  locus of 

control  and  emotional stability 

 

Janssen (2001) 134 middle and 

lower level 

employee of food 

sector form  Dutch 

Criterion variable; 

Perception of fairness 
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Lok and Crawford 

(2001) 

32 Nurses from 3 

different hospitals 

Mediating Variable; 

Between organizational culture and organizational 

commitment 

Ilies and Judge  

(2002). 

27 employees Criterion variable; 

Personality  and mood 

Rai and Sinha 

(2002) 

261 Banking 

manager 

Predictor variable; 

Self esteem and personal effectiveness 

Chiu  and 

Francesco (2003) 

279 Chinese 

manager  

Mediating Variable; 

Dispositional traits and turnover intention 

Chaudhury  and 

Banerjee (2004). 

66 medical officer 

from india 

Criterion Variable; 

prestige of organization, opportunity for promotion, 

job security , nature of work, and opportunity for 

self-development 

Chiu and Chen 

(2005) 

270 employee from 

24 electronic 

companies 

Mediating Variable; 

Between job characteristics and organizational 

citizenship Behaviour 

Mount and 

Johnson (2006) 

141 employee from 

fast food stores 

Mediating Variable; 

Between personality traits and work Behaviours 

Silva (2006). 159 hotel employees Predictor Variable; 

Employee turnover, organizational commitment and 

big five personality traits (openness, agreeableness 

conscientiousness, neuroticism, and extraversion ) 

Zangaro and 

Soeken  (2007) 

Qualitative study Criterion Variable; 

sovereignty, job stress  and senior-subordinate 

relationship 

Chen (2008) 210 information 

system employee 

from Taiwan  

Criterion variable; 

Autonomy, feedback and professionalism  

Güleryüz et al. 

(2008) 

267 respondent of 

Nursing Services 

Administration 

Mediating variable; 

 Between Organizational Commitment and 

Emotional Intelligence 
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Miller et al. (2009) 87 police officer Criterion  variable; 

Job autonomy, feedback and experience 

Yang  (2010) 671 responses of 11 

hotel from Taiwan 

 Criterion and predictor variable: 

Criterion –work autonomy, burnout, role conflict 

and socialization 

Predictors- organizational effectiveness 

Kwan (2011) 331 vice principle of 

schools  

Mediating variable; 

Responsibility and career aspirations 

Froese and 

Peltokorpi (2011)  

148 expatriates in 

Japan 

Criterion variable; 

Host-country , language proficiency, national 

cultural distance,  expatriate type, supervisor’s 

nationality and company nationality  

 

Basak  and Ghosh 

(2011). 

200 Indian school 

teachers 

 Criterion variable; 

Various domains of school environment and locus 

of control 

Georgellis et al. 

(2012) 

 Longitudinal study 

on 10000 house hold 

individuals 

Criterion variable; 

Life events 

Larsen et al. 

(2012) 

216 respondent of 30 

nations cruis3 sector 

Criterion variable; 

Respect, interpersonal relationship, food and shelter 

Lu et al. (2012) Qualitative study Criterion variable; 

Job stress, organizational and professional loyalty, 

job stress, working situation, role perception, role 

conflict. role content and organizational 

surroundings 

Sekhar et al.(2013) Review paper Criterion variable; 

Motivation 

Choudhary et al. 

(2013) 

185 banking 

employees form 

Haryana (India) 

Predictor Variable; 

organisational citizenship Behaviour 
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Jou et al. (2013) 189 air traffic 

controllers 

Mediating Variable; 

Job stress and employee turnover 

Keller and 

Semmer,  (2013)  

1145 worker Criterion variable; 

Job control and core self evaluations 

Yang et al. (2013) 600 Nurses Criterion variable; 

Normative and ideal commitment, resources, work 

objective, support and informal power 

Schlett and 

Ziegler. (2014). 

194 respondents 

from educational 

and industrial sector 

Criterion variable; 

Job sentiment and job cognitions 

 

 

Table 2.1 discussed significant and contemporary studies, which are reflects the multi-

functionality of JS. Handful review of literature provides an evidence to attribute JS as criterion, 

mediating and predictor variable. Reviewed studies addressed the research design and nature of 

JS. From the review, it can be noted that assorted studies  ( Chen, 2008; Froese and Peltokorpi, 

2011; Georgellis et al., 2012; Glisson and Durick, 1988; Ilies and Judge, 2002; Janssen, 2001; 

Larsen et al., 2012; Miller et al., 2009;  Pool, 1997; Schlett and Ziegler, 2014; Yang et al., 2013) 

have proposed JS as the criterion factor for job sentiment, job cognitions, job control, core self-

evaluations, job stress, organizational and professional loyalty, working situation, job stress, role 

perception and role content, role conflict, organizational surroundings, Host-country, language 

proficiency, ethnic cultural distance,  expatriate type, supervisor’s citizenship, company 

nationality, prestige of organization, opportunity for promotion, job security, nature of work, and 

opportunity for self-development. In line with the current conviction Rai and Sinha (2002) and 

Silva (2006) indicated that JS as the predictor of other variables like; self-esteem and 

idiosyncratic effectiveness, employee turnover, organizational commitment and big five 

personality traits (conscientiousness. agreeableness, neuroticism, openness and extraversion). 

Apart from criterion and predictor role of different factors JS plays another role as a mediator 

between two factors such as Job stress and employee turnover, responsibility and career 

aspirations, organizational commitment and emotional intelligence, personality traits and work 

Behaviours (Chiu and Chen, 2005; Chiu  and Francesco, 2003; Cho et al., 2007; Güleryüz et al., 

2008; Jou et al., 2013; Kwan, 2011; Lok and Crawford, 2001;  Mount and Johnson, 2006) . 
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Given evidence of JS as criterion, mediator and predictor variable, confirmed the multi-

functionality of it. Indian Scholars also confirmed the multi-functionality of JS in their studies. 

Sharma (1971) stated that pay, bonus, Good supervision, labour-management, relational 

opportunities and occupational advancement as criterion factors for JS. Other scholars like Joshi 

and Baldev (1997), Rai and Sinha (2002), Katuwal and Randhawa (2007) have also confirmed 

the multi-functionality of JS. The next session discusses the pertinent studies related to JS 

dimensions i.e. pay, promotion, supervision, benefits, rewards, co-worker, work itself, 

communication and operating procedure.  

Various dimensions of JS have been identified to measure job satisfaction as discussed in 

previous chapter. But primarily the present study focuses on nine factors that were proposed by 

(Spector 1997) to estimate the level of job satisfaction. Further table 2.2 provides the insight on 

the relevant literature on factors of the job satisfaction. 

Table 2.2 Literature on Factors of Job satisfaction 

Refernces Concept/ Finding JS Factors 
Booth and Frank (1999); 

Lazear, (2000) 

Increases worker efforts  
 
 
 
 
 

Pay 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Lemieux et al. (2009); Paarsch 

and Shearer, (2000);  

Shearer, (2004) 

Increase employees earning 

Grund and Sliwka (2010); 

Sorensen and Grytten (2003) 

Boost up employee 

performance 

Curme and Stefanec (2007) Improve  Productivity 

Brown and Sessions, (2003); 

Heywood and Wei (2006); 

McCausland et al. (2005); 

Miceli and Mulvey, (2000) 

Increases Job satisfaction 

Heneman  and Judge, (2000) Help in Develop  knowledge 

Ojha, (2014) Reduces frustration 

Higgins; (1997); Sassenberg et Improve  team cohesion  
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al. (2003)  
 
 
 
 
 

Promotion 

Higgins et al. (1994); Shah, et 

al. (2004) 

Propel to achieve desired 

organizational goals 

Clark and Oswald (1996); De 

Souza, (2002); Francesconi 

(2001); Lawler (1973); Locke 

(1976); Pergamit and Veum 

(1989); Smith et al. (1969) 

Create a sense of satisfaction 

with job 

Forbes, (1987);  Ng et al. 

(2005); Pearce et al. (1994); 

Singh et al. 2009 

Related to performance 

Mentoring, developmental 

breaks and sociability 

 

Anderson et al. (1981);  

Brayfield and  Crockett, 

(1955); Campbell et al. 

(1970); Markham et al. 

(1987);  

 Reduces labor Turnover and 

absenteeism 

Bluedorn, (1982); Gregoras, et 

al. ( 2003); Latham et al. 

(1993); Mobley, (1982); 

Mowday et al. (1982); 

Muchinsky and Tuttle (1979); 

Price (1977);  Shore  and 

Tashchian, (2002, 2007); 

Steers and Mowday (1981);  

Related to employee 

movement, retention, 

performance appraisal and self 

assessment 

Jones (2006); Lindgren et al. 

(2005); Scott and Smith, 

(2008); Walsh et al.(2003); 

Williamsson and 

Dodds ( 1999);  

Provoke occupational stress 

and anxiety,  create supportive 

environment, cost effective 

and protected 

 
 
 
 
 
 
 
 
 Lindgren et al.(2005)  Develop a sound 
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organizational climate  
 
 
 
 
 

Supervision 

Pertoft and Larsen (2003) Provide  outline for overall 

development 

Allen (2001); Hammer et al., 

(2009); Kossek, et al. (2011); 

Thomas and Ganster, 1995; 

Thompson, et al. (1999). 

Enhances positive work 

approach, reduces turnover 

and helps in handling work 

family conflict 

Bedward and Daniels (2005); 

Hallberg (1994) 

Contributes to job satisfaction 

Butterworth et al. (2008) Provide  professional support 

and knowledge 

Hart et al. (2000),  Related to professional 

development 

Butterworth et al. (1998, 

1999) 

Reduces resistance  to change 

Farrell and Rusbult (1981). Improve job satisfaction, 

organization commitment and 

reduces labour turnover 

  
 
 
 
 
 
 
 
 
 
 
 
              Reward & Benefits 

Berger et al.(1983)  Enhance unity and job 

satisfaction  

Porfeli and Mortimer (2010). Predictor associate 

relationship and work-

satisfaction  

Le Meunier-FitzHugh et al. 

(2011). 

 

Increases sales/ marketing 

collaboration and reduces inter 

functional reward 

Hampton and  Hampton 

(2004). 

Positively correlated to job 

satisfaction, market 

orientation and 

professionalism 

Spruijt et al. (2001). Guided the behaviour of 



46 
 

individual on the bases of 

feedback 

Podsakof  et al. (2005)  Strongly related to role 

ambiguity and perception of 

justice of employee  

Demoulin and Zidda (2008). Enhances customer loyalty 

Latham (2007); Mohret al.  

( 2011):  Wanouset al. ( 1997) 

Predict job satisfaction  
 
 
              Work itself Gaither et al. (2009); Giancola 

(2011),  

Absence causes for 

dissatisfaction 

Elangovan, (2001); Lee and 

Mowday( 1987); Michaels and 

Spector (1982); Porter and 

Steers (1973); Spector (1997) 

Reduces labour turnover 

Noe et al. (2002) Reduces role conflict and role 

ambiguity 

Gaither et al. (2007) Reduces Labour turnover  
 
 
 
 
 
              Co-worker 

Alderfer (1967, 1969, 1972) Helps in achievement of 

objectives 

Acker ( 2004); Krueger and 

Schkade (2008) 

Contributes to job satisfaction 

Joiner and Bakalis (2006) Propels organizational 

commitment  

Snow et al. (2003) Reduces role ambiguity, role 

overload and role conflict 

McLaughlin et al. (2004) Boost mutual cooperation 

Jaworski, (1988);  Lusch 

and Jaworski, (1991) 

Reduces role stress 

Mossholder et al.,(2005) 

Nielsen et al., (2000); Riordan 

and Griffeth(1995); 

Reduces turnover intentions 
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Barrett ( 2002); Burnes 

(1992); Kitchen and Daly 

(2002); Lewis and Siebold 

(1998); Smith (2006) 

Helps in change management 

and reduces uncertainty in 

environment 

 
 
 
 
 
 
 
         
 
 
 
 
 
 
          Communication 

Campagna, (1996); Ernst et 

al.(2004); Fowler, (1996); 

Forster and Still (2002); 

Guiltinan et al., (1980) 

Propels team cooperation 

Wu et al. (2004) Enhances satisfaction and 

commitment  

Sharma and Patterson (1999), Provide support for supply 

chain management 

Goris (2007); Mohr and Nevin 

(1990); Ring and Van De Ven 

(1994); Rittershaus (1994); 

Shulman and Reiser (1996); 

Spector (1985) 

Propels customer’s loyalty and 

satisfaction 

Ilozor et al. (2001) Influences job satisfaction 

DeMarco (1996); Emery and 

Phillips (1976) 

Create clear vision of goals 

and objectives  

Lambert et al., 2007; 

Leventhal et al., 1980; 

Lambert, 2003), Jain and 

Samrat (2015) 

Enhances job satisfaction and 

propel customer satisfaction 

Operating procedure 

 
Table 2.2 discussed the studies with special reference to the dimensions of JS. It can be 

substantiated from the literature that JS and its dimensions has always been a centre of attraction 

for the Behavioural scientist due to its broad necessity for employees in the complex business 

scenario.   
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2.3 ORGANIZATIONAL COMMITMENT (OC) 

Organizational commitment has been an imperative construct in social science research due to its 

relationship with job-related conceptions such as;  job satisfaction, absenteeism, turnover, leader-

subordinate relations and job-involvement (Arnolds  and Boshoff, 2004; Bagraim, 2003; Buck 

and Watson, 2002;  Mathieu and  Zajac, 1990; Tett and Meyer, 1993;). Mowday et al. (1982) 

stated in his research that employees, who are loyal and likely to stay with an organization, 

would effortlessly contribute for the growth and development it. Steers (1977) postulated that to 

measure organizational effectiveness, organizational commitment is a valuable instrument. 

Meyer and Allen, (1997) define OC as “a multidimensional construct that has the potential to 

predict outcomes such as performance, turnover, absenteeism, tenure and organizational goals.”  

 
2.3.1 ANTECEDENTS AND OUTCOME OF OC  

Mathieu and Zajac (1990) in his seminal meta-analysis work reviewed 174 studies in which OC 

questionnaire has been used and proposed 20 factors that were related to OC as antecedents and 

consequences. The authors postulated high level of association between OC and its antecedents, 

but the lower level of association is noticed with OC’s consequents and also added one of the 

most important aspects that all the consequences of OC are influenced by intermediate factors. A 

considerable chunk of literature has recognized the above mentioned antecedents, and 

consequents of organizational commitment. Steer (1977) in his study recognized that individual 

characteristics; work experiences and job characteristics were significant related factors to the 

commitment, and further organizational design was also added in the list by Steers and Porter 

1983. Personal characteristics consist of age, gender, education, experience and marital status. 

Work experience includes perceived organizational support (Tansky and Cohen, 2001), job 

involvement, positive and supportive organizational climate (Barling, et al., 1990) significantly 

associated with OC (Meyer and Allen, 1988; Meyer et al., 2002). Job characteristics consist of 

supervisor support, job dispute, job scope, task variety, autonomy and role stress, which are 

having strong relationship with organizational commitment (Iverson and Buttigieg, 1999; 

Mathieu and Zajac, 1990). Maxwell and Steele (2003) have also stated four dominant categories 

of OC antecedents – structural characteristics, work experiences, personal characteristics and job-

related characteristics. 
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Meyer and Allen (1997) referred many definitions and models for the development of three 

component model of OC. Meyer and Allen (1997) defined OC as "psychological state linking an 

employee to an organization." They have presented three components of OC: affective 

commitment (AC), normative commitment (NC) and continuance commitment (CC) which 

contributed for overall OC for organization. Meyer and Allen (1997) explained OC as a 

multidimensional construct, which was used to verify its antecedents, consequent types of 

commitment and process. They also stated working environment characteristics like 

socialization, experiences, personal characteristics, psychological contracts and role states as the 

contributors towards OC that results in employee's well being, employees retention and reduced 

labour turnover. Herscovitch and Topolnytsky (2002) in the meta-analysis stated the antecedents 

and consequents of OCs three factors AC, CC and NC. They had nominated individual 

characteristics and job experiences as antecedent and reduced turnover, less absenteeism and 

increased efficiency as consequents of AC. Investments and alternatives (Meyer and Allen, 1997) 

are the two main things that are considered as antecedents of CC. Here investment refers to the 

employee’s belief, time, effort and money, whereas alternative refers to the employee's 

perception about opportunities. Retention productive employees, prolific Behaviours and 

employee well-being are considered as the consequences of CC. Similarly, senses of obligation 

and norms are noted as the antecedents of NC. 

In the continuation, there are numerous studies, which have identified various factors that 

considered as antecedents or consequences for OC (Meyer and Allen, 1998; Smola and Sutton, 

2002). Antecedents can be defined as something that exist before the development of 

OC:  gender, tenure, age, work values, perceived organizational support and job 

satisfaction,  (Meyer and Allen, 1997) and consequents are the outcomes of OC; such as 

escalated productivity, Behavioural responses, lesser absenteeism and reduced turnover 

symbolize increased loyalty  (Meyer and  Allen,1997).  

 

Table 2.3 represents the key studies that focused on the construct of OC, along with its 

antecedents, consequents and other related linkages.  
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Table 2.3 Literature on OC  

Author Research Design Purpose and Findings 

Meyer and Allen 

(1991) 

Conceptual The paper examines the three factor constructs of OC. 

It is found that OC with three factors AC, NC and CC 

is the best model to analyses commitment of 

employee. 

Sharma (1997) Empirical: 200 
employees from 
Indian 
manufacturing 
sector 
 

The paper examines the relationship of personal and 

situational determinants with OC. It is found in the 

results that both determinants are associated with OC, 

but situational factors are having strong association 

than personal factors.  

Mathieu (1988) Empirical: 
202 Army and 

Navy officers 

The aim of the study is to develop  causal model of 

OC. Results indicates that work experiences, personal 

characteristics, job characteristics, and role states are 

having direct relationship with OC. 

Chang (1999) Empirical: 
225 researchers 

The paper investigates the moderating effect of career 

commitment on employee’s perception and OC. It is 

found that career commitment have different affects 

on AC and CC. It is also found that career 

commitment also moderate the relationship between 

supervisory support and AC, AC and turnover 

intentions.  

Reddy et, al. 

(2003) 

Empirical: 
200 respondent 
from Indian textile 
industry 

The study examines the dual commitment of 

employees (union and organization) in organizational 

culture context. It is found that working culture is a 

strong predictor of OC and not for Union 

Commitment.  

Sharma and 

Joshi (2001) 

Empirical: 
81 executives from 
India  

The study investigates contribution of organizational 

characteristics (Scope for advancement, Objectivity 

& Rationality, Monetary Benefits, Participative 

Management,  Grievance Handling,  Welfare 
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Facilities,  Recognition & Appreciation, Safety & 

Security, Training & Development, Delegation of 

Authority, Communication System, performance 

appraisal and job content) towards OC. It is found 

that job content and performance appraisal are the 

most predictors of OC. 

Bhuian and 

Mengue (2002) 

Empirical:700 sales 

expatriates 

This study investigates the influence of job 

characteristic and OC on JS. Results indicates a 

positive strong association of the variables. 

Kassahun (2005) Empirical: 210 
employees, 
different 
organizations from 
Delhi (India) 
 

The study aims at identify the level, correlates and 

predictors of OC. It is found in the results that level 

of OC was on higher side and it does not vary in 

different organizations. Further it is also found that  

personal and organizational characteristics have 

direct link with OC. Organizational support, 

perceived job autonomy, employee , procedural 

justice and distributive are found most important 

factors of  OC. 

Payne and 

Huffman (2005) 

Longitudinal: over 

1000 us army 

officers  

This study investigates the influence of mentoring on 

OC and turnover. It is found that mentoring is 

positively associated with AC and CC and it is 

negatively associated with turnover intention.  

Further results also indicate that AC mediates the 

relationship between turnover and mentoring.   

Gellatly et.al, 

(2006) 

Empirical: 

545 hospital 

employees 

The paper examines the interactive effects of AC, NC 

and CC on organizational citizenship Behaviour and 

turnover intentions. Results indicates that all three 

factors of OC has a significant contribution towards 

organizational citizenship Behaviour and turnover 

intentions 

Fischer and  Meta-analyses; The study examines the effects of power distance and 
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Mansell (2009) individualism-collectivism on employee commitment. 

It is found that collectivism is highly associated with 

NC, power distance is highly associated with NC and 

CC and monetary factors are strongly associated with 

AC and NC.  

 Purang (2009) Empirical; 247 

middle level 

managers from 

India 

 

The paper examine the Human Resource 

Development (HRD) climate and its dimension 

(Training, Participation, Job Enrichment, 

Performance Appraisal and Succession Planning) 

relationship with OC. Results indicates that all the 

dimensions of HRD climate  significantly predict the 

OC that leads employee to perform better. 

Turke (2009) Empirical; 269 

business 

professional  

This paper investigates the impact of Corporate 

Social Responsibility (CSR) on OC. Results indicates 

that CSR to employees, customer and various 

stakeholder significant predicts OC. 

Juhdi et al. 

(2013) 

Empirical; 457 

employees from 

different sector. 

This paper examines the mediating effects of OC and 

organizational engagement (OE) between human 

resource (HR) practices (career management, 

compensation, performance appraisal, job control and 

person–job fit) and turnover intentions. It is found 

that HR practices have significant impact on OE and 

OC. Father it is also found that  OC and OE having 

partial mediation between HR practices and turnover 

intensions. 

 

Table 2.4 highlights the relevant empirical and conceptual studies which dealt with the latent 

construct OC, with special reference to its dimensions such as AC, CC and NC.  
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Table 2.4 Literature on Dimensions of OC (AC, CC, NC) 

Authors Research design Findings of the study 

Rhoades et, al. 

(2001) 

Empirical;367 

employee 

The paper investigates the relationship Perceived 

Organizational Support (POS), affective commitment 

(AC), work experiences and employee turnover. The 

outcome of study suggests that POS mediated the 

relationship of procedural justice, supervisor support 

and organizational rewards with AC. 

Meyer et, al. 

(2002) 

Meta-analyses; The paper investigates the antecedents and 

Consequence of three factors of OC. It is found that 

all three factors do have same antecedents. All three 

factors are negatively correlated with turnover and 

withdrawal intentions. AC has strongest association 

with organization and employee related outcomes. 

NC is also associated with same outcome. But CC has 

no association with organization and employee 

related outcomes. 

Chen and 

Francesco (2003) 

Empirical ; 253 

supervisor–

subordinate dyad 

The study examines the relation of three factors of 

OC and employees performance (in role performance 

and OCB). Results indicate that AC is positively 

associated with in-role performance and OCB. 

Whereas CC is not associated with in-role 

performance and negatively correlated with OCB. 

Further NC mediates the relationship between AC 

and OCB.  

Cheng and 

Stockdale (2003). 

Empirical ; 226 

Chinese employees 

This study investigates the validation of Meyer and 

Allen (1991) three model of OC in Chinese context. 

Results indicate a good fit index of model in Chinese 

context. Further AC and NC significantly predict job 

satisfaction. All three component of OC are linked to 

employees’ turnover.AC and NC found higher in the 
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Chinese employees.  

Norris-Watts and 

Levy (2004). 

Empirical ; 140 

undergraduate 

students 

The study examines the mediating role of AC 

between performance appraisal process and 

organizational citizenship Behaviour. It found that 

AC performs a mediating role among the variables. 

Cohen and Freund 

(2005) 

Longitudinal; 122 

community centre 

employees 

The paper examines the relationship of multiple 

commitment and withdrawal cognition. It is found 

that multiple commitments (AC, CC, occupational 

commitment and job involvement) are associated 

with withdrawal cognition. Main finding of the study 

reveal that timing of measurement of variable also 

affects the relationship.  

Chang et, al. 

(2007). 

Empirical; 177 

nurses  

This study investigates relationship between three-

component of OC and turnover intention. Results 

indicate that NC and AC are negatively correlated 

with turnover intention. Turnover intention plays a 

mediating role between AC and organizational 

turnover intentions. 

Somers (2009) Empirical; 228 

hospital nurses. 

The study investigates the influence of OC factors on 

employee’s withdrawal (lateness and absenteeism) 

and job stress. Result suggests that AC is most 

influencing factors in reducing employee’s turnover 

and job stress. CC and NC significantly helps in 

reducing absenteeism.  

Rego et al. (2010) Empirical; 205 

participants 

The paper investigates the predictory functions of 

perceptions of organizational virtuousness (OV) 

towards affective well-being (AWB) and affective 

commitment (AC). Results found OV as a significant 

predicts AC. It is found through the mediating effect 

of AWB, OV also predicts AC significantly.    
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Meyer (2012) Meta-analysis; The paper examines the cultural values influence on 

AC, NC and CC. Results suggests that NC is mostly 

influenced by cultural values followed by AC. But 

CC does not have any variance due to cultural values. 

Panaccio and 

Vandenberghe 

(2012) 

Longitudinal; 220 

employees 

The paper examines the relationship between Big five 

personality traits and components of OC. Results 

indicates that agreeableness and extraversion are 

positively related to AC, NC and CC. Neuroticism is 

negatively associated with AC and positively 

associated with CC.  

 

Table 2.5 depicts the studies which focused on the Multi Functionality (testing for direct and 

indirect effects) of the latent construct OC. 

Table 2.5 Multi-functionality of OC 

Author Sample OC as  Criterion/ Mediating/ Predictor variable 
Bateman and 

Strasser 

(1984). 

Empirical; 

129 employees from 

nursing department 

Predictor : 

Job satisfaction  

Mathieu 

(1988). 

Empirical: 

202 Army and  Navy 

officers 

Criterion:  

job characteristics, work experiences, personal and  

job role 

Sharma and 

Joshi (2001). 

Empirical ; 

81 executive from 

junior, middle and 

senior level  

Criterion; 

Job content and performance appraisal 

Bhuian and 

Mengue 

(2002). 

Empirical:  

700 sales expatriates 

 

Predictor : 

Job satisfaction 

Kassahun 

(2005). 

Empirical:  

210 employees from 

different organization  

Criterion; 

Procedural justice, job autonomy, employee age and 

organizational support 
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Purang  (2008). Empirical; 

247 middle level 

employee 

Criterion; 

HRD climate 

Turker (2009) Empirical; 

269 business 

professional 

Criterion; 

Corporate social responsibility 

Dhawan and  

Mulla  (2011). 

Empirical; 

240 employee form 

two  manufacturing 

organization   

Criterion; 

pay and transformational leadership 

Weng et al. 

(2010). 

Empirical; 

961 employees from 

10 cities 

Criterion; 

Career growth factors (career advancement, 

Skill requirement, promotional opportunities and  

chance of increment in pay)  

Juhdi et al. 

(2013). 

Empirical; 

457 employee from 

different sector 

Mediating; 

Between HR practices and turnover intention 

 

2.4 HUMAN CAPITAL 

Human Capital has been inclined towards the economic aspect of the business, until the 

Industrial Revolution took place in 1970s. The essence of human capital is lately expanded to 

other streams of knowledge such as human resource management (Žuravliov et al., 1999), which 

was just evolved from the personnel management. Kamitis (2004) defined human capital as the 

sum of skill, capabilities and knowledge, which is gained by natural process of learning, thereby 

leading to productivity (Ojha, 2014b). It is very well proved that human capital is part of 

intellectual capital (Bontis, 1998; Edvinsson and Malone, 1997; Petty and Guthrie, 2000; Tayles 

et al., 2007), like structural and customer capital. 
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Figure 2.1 Human Capital Model .Source: Edvinsson and Malone, 1997; Roos et al., 1997; Scandia, 1994; 

Bontis, 1998; Svieby, 2001 

 

HC refers to the awareness, experience, competencies and inventiveness of the employees as well 

as their stances and inspiration. Structural capital includes measures, practices, civilizing aspects, 

and facts that permit an organization to codify, systematize, and disseminate internally awareness 

and understanding produced by the HC (Bontis, 1998).  Relational capital (Customer capital) 

amalgamates the knowledge about associations with the organization’s external stakeholders 

(Edvinsson and Malone, 1997; Stewart, 1997). The quintessence of HC is the complete 

astuteness of the organizational associate. There are handful definitions available for HC. 
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 Table 2.6 Definitions of Human Capital 
Definition  Authors 

HC is a value obtained during working by the investment made by an 
individual at work. 

Carnoy (1995) 

Learning, training or other actions that assure increased income in future. Woodhall (1995) 
Individual awareness and expertise. Courant et al. 

(1999) 
Acquired expertise (skills), knowledge and learning. Wonnacot and 

Wonnacot (1988) 
General human capital (GHC) is employee’s knowledge, education and 
experience. 
Specific human capital (SHC) is based on expertise that is required to 
perform specific job. . 

Mines (1998) 

Human capital is not only covers gained knowledge, education and 
experience but also covers inherent skills and ability. 
 

Dombush et al. 
(2000) 

HC can be defined as the outcome of total investment made by an 
individual for gaining the expertise, which is accountable for 
organizational productivity.   

Hartog(1999) 

HC emphasizes on (ROI) return on investment (i.e future efficiency) for 
developing worker proficiency and knowledge. 

Lepak and Snell 
(1999) 

HC is an intangible asset which can feel in terms of outcome only. Bontis (1998) 
It is sum of knowledge, skill and expertise to solve the organizational 
problem, which needs extensive dedication to obtain expertise. 

Edvinsson and 
Sullivan (1996) 

HC covers the short-term and long term knowledge and skills that 
enhances organization efficiency. 

Marr and 
Chatzkel (2004) 

HC can be  is defined as understanding, abilities and talent of employees 
that differ according to uniqueness (generic/firm - explicit/activity or 
industry-specific) and core value that contributes to firm’s competitive 
advantage. 

Swart (2005) 

 

Table 2.5 exhibits various definitions of HC, most of the definition stated HC as the total sum of 

employee's skills, abilities and knowledge that helps the organization to gain competitive 

advantage (Edvinsson and Sullivan, 1996; Swart, 2005; Wonnacot and Wonnacot, 1988). 

Whereas few other definitions considered HC as return on investment (ROI)  which is made by 

an individual during his learning (Lepak and Snell, 1999). Bontis (1998) defined HC as an 

intangible asset which cannot be seen and it can only be felt in terms of idiosyncratic efforts. 

Besides all the above definitions, (Johnes, 1998) stated that HC was not only related with 

increment singular efficiency, but also helpful to cover two aspects: general (master ship and 

awareness of the efficiency of employees) and specific human capital (based on the master ship 

and originality that may be functional in the certain field) and both lead to employee and 
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organizational development (Piktumiene, 2004). Lepak and Snell (1999) postulated two 

omnipresent dimensions of HC, i.e. value and uniqueness, value represents the worth, while 

uniqueness represents the specificity of HC, (Swart, 2005, p. 9). 

 
2.3.1 ANTECEDENT AND CONSEQUNCES OF HUMAN CAPITAL 
 

 
 

Figure 2.2 Model of Human Capital Theory; Zula and Chermark, 2007 

HC theory affirms that both organization and society obtain economic gains when investments 

are made into people (Sweetland, 1996). Figure 2.2 shows the model of human capital theory and 

its association with different kind of investments that could be made and the corresponding return 

on investment (ROI).  Hudson (1993) explained four factors, i.e. experience, genetic inheritance; 

education and attitude that contribute to individual-level HC.  Park and Kim (2013) also state a 

good leader can pursued a smart for organisational betterment. HC is an imperative part of 

organization because all alterations made in the organization HC contributes significantly. The 

quintessence of human capital is the steep astuteness of the organizational employees.   
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Figure 2.3 Bontis and- Fitz Enz (2002) Conceptual Model of Human Capital 

 

Wright et al. (1994) feuded that a pool of HC leads to competitive advantage of organization. HC 

comprises of talent, experience and knowledge of employees. Furthermore, HC can be 

defined as a crucial constituent of the intellectual capital (Bontis, 2001a, b, 2002a, b; Bontis et 

al., 1999; Edvinsson, 2002; Stewart, 2001; Sveiby, 1997; Bontis and Girardi, 2000).  There are 

several studies which proposed senior management support, (Lyles and Schwenk, 1992; 

Hartijasti, 2011) managerial leadership and union of the follower (Pedler et al., 1996; Park et al., 

2012) are leading antecedents of HC.   It was well supported by Edmondson (1996), who 

proposed leadership as the foremost antecedent of HC. Barney (1986) has suggested employee 

sentiment as another imperative antecedent of HC. Employee sentiments are comprised of 

employee's satisfaction (related to various facets of job), commitment (loyalty towards the 

organization) and motivation (intrinsic and extrinsic). Barney also supported the organizational 

cultural attributes as the antecedent of HC that help in achieving the competitive advantage of 

organization. Culture can be said as values, beliefs, attitudes that are results in a consistent 

Behaviour and deliberation of senior management (Hall, 1992). Bontis (2002) in his study 

proposed in total of four  antecedents and consequents and the same are represented in figure 2.2, 

i.e. human capital investment (development rate, investment in training and training cost), human 

capital depletion (involuntary turnover, voluntary turnover and total separation), human capital 

valuation (compensation expense factor, supervisory compensation factor, compensation revenue 
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factor, compensation factor and  executive compensation factor) and human capital effectiveness 

(human capital ROI expense factor, income factor and revenue factor). Overall model describes 

various investments of HC through mediating effects of few valuation factors that lead to the 

productivity of HC. Zula and Chermack, (2007) supported the model by stating, “Formal 

Education or Schooling, General on-The Job Training, Firm Specific On-The Job Training” and 

other sorts of understanding into HC and obtaining return on Investment (ROI).  The increased 

efficiency and profits are the return and outputs received through investment in HC. 

 

Table 2.7 represents the relevant conceptual and empirical studies which highlighted the 

importance of Human Capital in relationship with Job Satisfaction, Organizational Commitment 

and other related linkages.   

 

Table 2.7 Contemporary Research on HC 

Author Research Design Finding of the Study 

Galunic and  

Anderson 

(2000) 

Empirical study; 

237 agents from 

organizations  

This paper examines the relation between investments in 

human capital and employee commitment. It is found that 

generalized and firm specific investment in the HC have a 

strong association with employee commitment to firm. 

Carpenter et al. 

(2001) 

Empirical study: 

CEOs form 245  

multinational 

organizations  

This study investigates the impact of international 

assignment experience on pay, performance and HC. The 

results of the study states that international assignment 

experience have a strong impact of individual pay, 

performance and HC. 

Hitt et al. 

(2001) 

Empirical study: 

252 employees 

from 93 firms 

This study examines the direct and moderating impact of 

HC on firm’s performance. Results of the study found that 

HC has curvilinear effect and positive influence on firm 

performance. HC also have moderating effect between 

strategy and firm performance 

Lepak and 

Snell (2001) 

Empirical study: 

2375 employees 

148 firms 

This study investigates the relationship of HR architecture 

and HC in four quadrants on the bases of HC value and 

uniqueness. It is found that all four quadrants, 
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productivity-based, collaborative, compliance-based and 

commitment-based, is associated with HC, but HC value 

and uniqueness differently exist in all quadrants.  

Fitz-enz (2002) Empirical study: 

76 administrative 

personnel from 25 

financial services 

companies. 

This study examines antecedents and consequences for 

HC management.  It is found that human resources factors 

like; intellectual capital, employee’s sentiments, 

information technology, knowledge management, 

organizational Behaviour, and accounting are having 

strong association with HC that leads to HC effectiveness. 

Jepsen and 

Montgomery 

(2002) 

Empirical study: 

3552 person from 

Department of 

labour 

This investigates the relationship between age of 

employee and HC. The findings are that age and 

opportunity cost are having impact on HC. This study also 

reveals that you living area also affect HC. 

Hatch and 

Dyer (2004) 

Empirical study: 

25 semiconductor 

manufacturing 

firms from USA 

This study aims at to identify the sources of organizational 

performance. The finding suggested that firm specific 

capital enhance the performance of the firm. Results also 

indicate that employee selection, training, career 

management and learning also have a significant impact 

on organizational performance. 

Skaggs and 

Youndt (2004) 

Empirical study: 

234 service 

organizations  

This investigates the impact of strategic positioning and 

HC on organizational performance. A result indicates that 

strategic positioning and HC have positive impact on 

organizational performance. 

Murthy and 

Abeysekera 

(2007) 

Content analysis; This study investigates the HC value creation practices in 

17 software and service firm of India. It is found HC 

attributes and management perception is most prevailing 

HC value creation practices for the Indian firm. 

Bronzini and 

Pisell. (2009) 

Meta analysis This study examines the relation between R&D, total 

factor productivity, public infrastructure and human 

capital. Results reveal that HC have stronger impact on 

productivity. R&D and public infrastructure also found 
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strongly associated with productivity.  

Gates and 

Langevin 

(2009) 

Empirical study: 

104 HR 

executives 

This paper investigates the content of HC measure those 

linked to organizational performance. Differentiation 

strategy, innovation indicators, cost reduction strategy and 

efficiency indicators are found main contents for HC.  

Beattie and 

Smith (2010) 

Empirical study: 

591 senior 

employees 

This study investigates the contributors of HC to value 

creation and external relevance of HC. Results indicate 

that employee proficiency and education, employee 

motivation, employee positive job satisfaction and 

Behaviour and employee commitment are most important 

factors for firm value creation. It is also suggested by 

study that employee commitment, employee job 

satisfaction, communication and recruitment are externally 

related variable with the HC. 

Birasnav et 

al.(2010) 

Empirical study: 

470 responses of 

middle and senior 

level executive 

from India  

This study investigates employee’s perception of 

leadership style and its impact on HC benefits. Results 

indicates leadership style and employee perception have a 

strong positive effect on HC benefits.  

Ng and 

Feldman 

(2010) 

Meta analysis This study investigates the mediating effects of cognitive 

ability and conscientiousness between HC and career 

success. The finding suggests that cognitive ability and 

conscientiousness have mediating affect between 

employee education and tenure. Extra-role and in-role 

work performance sway employees ‘pay and promotions. 

   

2.5 HYPOTHESES DEVELOPMENT 

2.5.1 Demographic Variables and Human Capital 

Demographic variables play an imperative part in any construct, and same is the case with human 

capital too. Many of the studies have shown a link between different demographic variables and 

human capital creation (Borsch-Supan, 2002; Dahlberg and Nahum, 2003).  
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H1a:  Male and female employees perceive HCC differently. 

Scholars like Brooks and Volker (1986) have found significant difference in the perception of 

male and female while investigated 2600 employees of different sectors in Sweden.  Evans and 

Saraiva (1993) and Ross and Saunder (1993), also investigated the gender-based human capital 

creation. They found significant difference in muscular and feminine employees with respect to 

the human capital, by quoting that male employees are logical than female employees. 

H1b:  Graduate and postgraduate employees perceive HCC differently. 

Education plays an elementary role in structuring human capital.  From the childhood to maturity 

an individual gain knowledge from the different educational institutions. That particular 

education enhanced the capabilities of the individual; it will also produce educated employees to 

gain competitive advantage.  Kiker (1966) stated, “the quality of an organization's stock of 

human capital is decisive for the organization's long run development." Thus we can say that 

educational level of employees influences human capital of the organization. Conclusively, we 

can state that education not only affects that employee’s personal life but also the entire 

organizational situation. Researchers of human capital argued that education as an important 

personal determinant that creates the differences in the efficiency of the employees.  

 

H1c:  Different age groups cause variation in HCC perception of employee. 

Many social science researchers investigated the age’s influence on human capital creation to 

attain the organizational core competencies (Evans, 1984). Wooden and Vanden Heuvel (1997) 

and Lucich (1997) used age as a predictor variable for the human capital creation. Findings 

obtained by the researchers supported the age and human capital relation. They argued that as the 

age increases employee maturity, forces employees to attain organizational capabilities.  

 

H1d: Experience level causes variation in HCC of employee. 

Experience is another important personal characteristic that also influences the human capital of 

the organization (Davidsson and Honig, 2003). Practical experience of an employee is 

hypothetically associated with the increment of human capital (Becker, 1970).  Davidsson and 

Honig (2003) conducted an empirical study to find out the market and managerial experience in 

the creation of human capital. The findings of the study confirmed the influence of experience on 

human capital creation.  Iyigun and Own (1997) also stressed that creation of human capital is 
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very much influenced by the practical learning and experience of an individual. As the 

experience of individual increases, it affects the human capital inventory of the organization 

(Schultz, 1980). All the above discussion of demographic variables and human capital creation 

allows us to form the demographic hypotheses for the study. 

2.5.2 Demographic Variables and Job Satisfaction  
 
Numerous existing studies have presented the linkage of job satisfaction and demographic 

variables (Desselle, 1998; Gaither, 1998; Liu and White, 2011; Mott, 2000; Seston et al., 2009). 

Demographic variables like; age, gender, education, experience, job level and ethnicity have 

found the most influencing personal determinants of job satisfaction 

 

H2a:  Male and female perceives JS differently. 

The literature with respect to gender and JS is inconsistent. Several studies have reported females 

with higher JS, whereas few other studies reported males with higher JS and few studies posited 

no difference related to JS in male and female workers. It is also found that females JS is 

constantly decreased in last decade and male’s JS remained constant (Souza-Poza; 2003). Several 

studies also stated the notion that females show higher JS rather than males (Lambert et al., 2001; 

Loscocco, 1990; Ma and Macmillan, 1999). Contrary to this Al-Mashaan (2003), stated that 

males are more satisfied with their jobs. Miller and Wheeler (1992) advocated that women are 

less satisfied with their jobs because of glass ceiling effect. 

H2b:  Graduate and postgraduate employees perceive JS differently. 

Over the years, many scholars have investigated the educational level with respect to JS (Camp, 

1994; Loscocco, 1990; Ting, 1997). Previous empirical studies on the education level with JS 

have represented the mixed outcome. Some papers exhibit significant, positive or negative and 

non-significant relationship between education and JS (Ganzach, 2003; Gordon and Arvey, 1975; 

Herzberg et al., 1957). The variations in results are may be due to the factors associated with JS 

(Fabra and Camisón, 2009). Fabra and Camisón (2009) proposed a model that indicates, 

employee with higher education tend to be more satisfied, because they are having better chances 

to gain more than the less educated employees. Previous studies also supported the same view 

(Arrow, 1997; Martin and Shehan, 1989; Vila, 2000). 
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H2c:  Different age groups cause variation in JS perception of employee. 

Research studies are precise and have constantly established a link between age and JS 

(Chambers, 1999; Robbins, 2001; Tolbert and Moen, 1998).  Literature has statistically proved 

that as the age increases simultaneously the level of JS also increases (Belcastro and Koeske, 

1996; Cramer, 1993; Jones Johnson and Johnson, 2000; Loscocco, 1990; Saal and Knight, 1988). 

This disparity may be accredited to fine-tuning at work, better work setting and superior 

remuneration for work (Birdi et, al.1995). Blood et al. (2002) also supported the notion aged 

employees likely to enjoy greater levels of JS than newer once. This finding is indifferent to 

industries were aged employees plausibly to state higher levels of JS than younger once (Hodson, 

1997; Spector, 1997). Similarly, Siu et al. (2001) also concluded in the study that age was 

positively related to JS and mental well-being. Blood et al. (2002) delineated that aged workers 

are more contented and forbearing of authority and may be fewer expectations from job. That’s 

why aged employees tend to be more satisfied than the younger employees.  

 

H2d: Experience level causes variation in JS perception of employee. 

Experience refers to the span of an employee in an organization. This experience also used as a 

tool for retention, payment, promotion and staffing decision. Experience with the same 

organization enhances the chances for increased benefits and right (Gordon and Johnson 1982). 

Over here researchers stated that experience and age were associated with JS. However, literature 

has found a strong U shaped association between experience and JS. Numerous researchers have 

come up with empirical validation that, as experience of an employee increases; organization 

experience also increases (Benge and Copell, 1947; Gordon and Johnson, 1982). Herzberg et al. 

(1957) have also supported the U-shaped relationship between JS and experience, in which at the 

initial stage the employee feels less satisfied with the job, but as the span of employment of 

increases JS climbed up (Theodossiou and Zangelidis, 2009). Noel et al., (1982) in their study 

also found the strong association between experience and JS. In the study, they found employees 

with long span of employment are more satisfied than the beginners. Hence, above discussed 

demographic studies allows us to frame the hypothesis for the present study.   
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2.5.3 Demographic Variables and Organizational Commitment 

Over the years, there are a number of studies that investigated the relationship of personal 

determinants (age, gender, experience and education) and OC and presented an unequivocal 

picture of their influence on OC. 

 

H3a:  Male and female perceives OC differently. 

Studies on gender difference have recommended mixed results. Some studies stated female are 

more committed than male, some indicated the reverse result, and few found no significant 

difference in commitment between male and female perception (Singh et al., 2004). Loscocco 

(1990) stated that females were ready to accept every job offered by organization, and they feel 

proud while working; that reflects commitment by female employees. Harrison and Hubbard 

(1998) contrarily stated that females demonstrated better loyalty because they encounter fewer 

alternatives for employment. Researchers failed to prove this relationship due to less supportive 

evidence   (Ngo and Tsang, 1998; Wahn, 1998). 

 

H3b:  Graduate and postgraduate employees perceive OC differently. 

Many authors have found inverse relationship between OC and education (Angle and Perry, 

1981; Mathieu and Zajac, 1990; Rowden, 2000). This negative relationship occurs may be due to 

employees feeling about compensation, which an employee is receiving (Lok and Crawford, 

2001). Angle and Perry (2000) suggested that opportunities for the less-educated employees are 

less, so they tend to be loyal to the organization. 

H3c:  Different age groups cause variation in OC perception of employee. 

Dinham (1994) delineated in their research as the employee’s age increases constantly OC has 

also increased. This relationship is confirmed by diverse studies (Cho et al., 2001; Meyer and 

Allen, 1997; Lok and Crawford, 1999; Luthans, 1992; Sekaran; 2000).In addition Cho et al. 

(2001) added the effect of age and occupation on loyalty.  Hence, age of employees is considered 

as significant contributors of OC. The reason being older employees made lots of investments 

and have lots of memories with organization; this force makes older employee committed to the 

organization (Kacmar et al., 1999). Therefore, aged employees are less willing to leave the 

organization as compare to young employees because they have less investment and mobility in 

nature (Hellman, 1997). 



68 
 

 

H3d: Experience level causes employee perception for OC of employee. 

Experience of an employee is also a personal attribute that contributes in OC. Research 

confirmed the relationship between experience and OC (Allen and Meyer, 1990; Dinham 1994; 

Larkey and Morrill; 1995). Many studies vouch that experience has a positive impact on OC 

(Luthans, 1992; Luthans, et al, 1987; Mowday et al., 1982).  The reason behind this relationship 

maybe fewer employment opportunities, increase personal investment and social 

interaction.  This leads to psychological attachment of an employee towards organization (Lim et 

al., 1998; Luthans, 1992). Sekaran (2000) upholds that experience with organization is coupled 

with some position and status that enhance the commitment level of the employees. 

Researchers in general signify an opposite association between OC and an individual’s 

education, still the domino effect is not explicit (Luthans et al., 1987; Mowday et al., 1982; 

Vorster, 1992). As in today’s labour market numbers of female employees is increasing and the 

research on gender difference is also enhanced significantly. The above discussion forces us to 

frame the hypothesis for demographic analysis of organizational commitment. 

2.6 LINKING JOB SATISFACTION AND ITS DIMENSIONS WITH HUMAN CAPITAL 
 

H4a:  job satisfaction significantly predicts HCC. 
 

The linkage of job satisfaction and competence enhancement is very well known, as they are very 

closely linked to each other (Kinicki and Kreitner, 2007). Koys (2001) posited job satisfaction as 

motivational aspect which boosts up the morale of employees in the organisational setup. 

Employees which are attain satisfaction with job, contributes more (Chen and Francesco, 2003) 

this contribution enhanced the capabilities of the employees which become an asset for the 

organization (Tziner et al., 2008). This is not only one way which enables job satisfaction as a 

force to create human capital there are several others also exists (Bono et al., 2001,Greguras et 

al., 2004) like dispositional/genetic components, discrepancies, need fulfillment, equity and value 

attainment, (Kinicki and Kreitner, 2007).Existing literature explained human capital as the sum 

of expertise, knowledge level and skills of employees which are derived by employee sentiment, 

i.e. job satisfaction and organizational commitment (Bontis and Fitz-enz, 2002). The extant of 

literature supported the positive correlation between employee sentiment and human capital 

creation. Ferreira and Taylor (2011) strongly emphasize on the relation of job satisfaction and 
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efficiency enhancement. Job satisfaction leads to a lower propensity of job withdrawal, and job 

dissatisfaction increases turnover, absenteeism and productivity (Hulin, 1991; Shaffer and 

Harrison, 1998). 

 
H4a1:  pay satisfaction significantly predicts HCC. 

In the previous section it has been outlined that several dimensions of the job satisfaction lead to 

human capital creation with respected to competence enhancement. Curme and Stefanec (2007) 

considered as the one of major force, for the efforts contribution for organizational development. 

Researchers considered pay as the prominent factors for the human capital creation (Lazear, 

2000). Booth and frank (1999) also emphasize on the contribution of money as a source of 

competency building. 

 
H4a2: promotion satisfaction significantly predicts HCC. 

Promotion is said to be the recognition of the employee’s efforts by the top management. 

Anderson et al. (1981) stated that promotion enhances the sense of obligation in employees for 

the organization. Previous studies investigated promotion as the major aspect for organizational 

and personal development (Bluedorn, 1982; Price, 1977). In the review of promotional effect 

competency creation found to be the prominent one.    

 

H4a3: supervision satisfaction significantly predicts HCC. 

Interpersonal relationship can be defined as the social relationship at work place with colleagues 

and supervisor. Good relationship at workplace boosts the morale of an individual to significantly 

help employees to enrich themselves. Allen (2001) investigated the 200 dyad relationships to 

measure the interpersonal satisfaction and its contribution towards the positive work approach. 

Allen in the study found a positive and significant relationship among interpersonal relation and 

positive work approach. A good supervisor can help for the development of their subordinates 

(Pertoft and Larsen, 2003). 

 

H4a4:  benefits satisfaction significantly predicts HCC. 

H4a5:  rewards satisfaction significantly predicts HCC. 

Compensation plan is said to be a strategic decision of the management that also regards that 

capabilities of the individual and employee’s productivity has a strong association with human 
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capital (Roberts, 1959). A sound compensation plan includes rewards and benefits by default. 

Podaskof et al. (2005) considered benefits as the stimulators for the employees which force them 

to work with full efficiency. Judge et al. (1995) also suggested rewards as the key motivator to 

perform in the best way. Berger et al.(1983) also posited reward and benefits as the major aspects 

of the human capital creation. 

 

H4a6:  work itself satisfaction significantly predicts HCC. 

Smith et al. (1969) define work itself as the work done by the employees with satisfaction. It is 

said to be a person-job relationship. The extant literature clearly indicated that a good person-job 

fit enhance the productivity and effectiveness for the employee and organization (Elangovan, 

2001; Hackman and Oldham, 1980). It can be deduce that work itself satisfaction also enhances 

the capabilities of the employees. 

 

H4a7:  operating procedure satisfaction significantly predicts HCC. 

Operating procedure can be defined as the policies and procedure to operate the organization in 

the smooth way. Stressful operating procedure can demolish the competence of a capable 

employee (Gross, 1995). Akbari et al.(2013) addressed the functions of sound operating system 

for the continuous development of the employees.  Hadighi et al.(2013) have also advocates the 

impact of sound structure on competency building. 

 

H4a8:  communication satisfaction significantly predicts HCC. 

In organization information sharing propels the smooth functioning of the work (Quirke, 1995). 

A good communication system creates a healthy working environment which leads to skill 

development for the employee (Clampitt and Downs, 1993). The extent literature also suggests 

sounds information distribution system creates the human capital within the organization (Sias, 

2005). 

 

H4a9:  co-worker satisfaction significantly predicts HCC. 

Communal interface with co-worker is another foremost aspect of the job satisfaction. It is 

closeness and faithfulness with colleagues on workplace which lead to sound working 

environment which propels employee to perform, better for the organization (Billings and Moos, 
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1982). Madhavi et al. (2014) also advocates the team support and structure for development of 

the employees. 

 

2.7 LINKING ORGANIZATIONAL COMMITMENT AND HUMAN CAPITAL  

 

H4b:  organizational commitment significantly predicts HCC. 

H4b1:  affective commitment significantly predicts HCC. 

H4b2:  normative commitment significantly predicts HCC. 

H4b3:  continuance commitment significantly predicts HCC. 

 

In today’s competitive environment (Babakus et al., 2003), having a pool of committed and talent 

employees can reduces costs, increases revenues, builds market share and improves bottom lines. 

A loyal employee will perform his obligation for the betterment of the organization. There is 

direct and indirect relationship exists between loyalty and competency building. The involvement 

of talent people in organisations becomes decisive when novelty, continuous enhancement, high 

excellence values and cutthroat prices are demanded of companies and employee discretionary 

efforts come to be an essential resource (Gonzalez and Guillen, 2008).  Verkhohlyad and 

McLean, (2012) have also proposed a positive relationship between organizational commitments 

and its dimension in creation of human capital. They stated that an employee through his loyalty 

can deploy his ability for the development of the organization. It also enhances the pool of 

talented people. Human capital can be created only when an employee enjoys his stay with the 

organization and has affirmative approach associated with staying. These distinctive features of 

organizational commitment contribute in the creation of human capital (Harrison et al., 2006; 

Hausknecht et al., 2008; Lee et al., 2004; Payne and Huffman, 2005). According to Fields (2002), 

affective commitment provides recognition for the employee in the organization. Increasing level 

of capabilities has a strong positive association with organizational commitment (Fields, 2002). 

Verkhohlyad and McLean, (2012) posited a significant effect of organizational commitment on 

human capital. Extant of literature demonstrated a necessity to investigate the relationship 

directly.  

 

With respect to the above discussion, employee ability was chosen as the dependent variable and 

that is influenced by employee’s sentiment (Mayo, 2000). A triumphant firm subsequently 



72 
 

enhances the employee's potential through sentiments. (McCowan et al., 1999). The present study 

basically based on future scope of Bontis and Fitz-enz (2002) study which explores the 

relationship between job satisfaction and human capital, and organisational commitment and 

human capital. Based on the above set of linkages between job satisfaction and organizational 

commitment with human capital creation energize us to carry the proposed study. Although said 

relationship is unexplored till date and this novelty of the study strengthened our hope. Based on 

the previous literature we have proposed the study hypotheses to achieve the main objective. We 

also proposed the hypotheses for the dimensions of job satisfaction and organizational 

commitment with human capital creation and to investigate the micro level relationship between 

dependent and independent variables. 

 

2.8 CONCEPTUAL MODEL BASED ON RESEARCH HYPOTHESES 

 

 
Figure 2.3 Proposed Conceptual Model of Study 

 

 

2. 9 CHAPTER  SUMMARY 

Focusing the study variables (JS, OC & HCC) a detailed review of literature has been done. Also 

approachable literature on dimensions of variables (pay, supervision, promotion, benefits, 

rewards, operating procedure, work itself, communication, affective commitment, continuance 

commitment and normative commitment) has been reviewed.   Also, a looming link has been 
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built up between dependent variable (HCC) and independent variable (JS and OC) have been 

developed. It can be seen from the existing literature that there is a scarcity of studies pertinent to 

proposed relationship. Present also focuses on the demographic (age, educational level, gender 

and experience) context of the study variables. Thus, considering all the facts present study will 

not only fill the gap of study relationship, but would also open new views for future researchers 

while implanting the study discussion. 
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CHAPTER- 3 

RESEARCH METHODOLOGY 

3.1 INTRODUCTION 

Methodology generally defined as the outlay of the research process (Cooper and Schindler, 

2000). The research methodology is the outline of research design, study population, 

instrumentation for data collection, sampling procedure and various data analysis techniques. The 

previous section of the present study discussed about the Human Capital Creation (HCC), and 

expected contribution of JS (Job Satisfaction) and OC (Organizational Commitment). Literature 

review has provided an understanding to identify the dimensions of dependent variable (HCC) 

and independent variables (JS and OC) for the present study.  

3.2 RESEARCH DESIGN 

The present study is an attempt to assess the creation of human capital, job satisfaction and 

organizational commitment in Indian organizations. Furthermore the study is also an attempt to 

explore the demographic variations with respect to human capital creation, job satisfaction and 

organizational commitment. The predictive functions of job satisfaction and organizational 

commitment towards the human capital creation also have been explored in the present study. 

The data for present study has been collected by non-experimental method. For the collection of 

responses standardized scales have been used. 

 

3.3 OBJECTIVES OF THE STUDY 

1. To examine the human capital creation in Indian organizations with respect to 

demographic variables (gender, education, age and experience). 

H1a:  Male and female employees perceive HCC differently. 

H1b:  Graduate and postgraduate employees perceive HCC differently. 

H1c:  Different age groups cause variation in HCC perception of employee.  

H1d: Experience level causes variation in HCC of employee. 

2. To examine the job satisfaction in Indian organization with respect to the demographic 

variables (gender, education, age and experience). 

H2a:  Male and female perceives JS differently. 

H2b:  Graduate and postgraduate employees perceive JS differently. 

H2c:  Different age groups cause variation in JS perception of employee. 
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H2d: Experience level causes variation in JS perception of employee. 

3. To examine the organizational commitment in Indian organizations with respect to the 

demographic variables (gender, education, age and experience). 

H3a:  Male and female perceives OC differently. 

H3b:  Graduate and postgraduate employees perceive OC differently. 

H3c:  Different age groups cause variation in OC perception of employee. 

H3d: Experience level causes employee perception for OC of employee. 

4. To study the job satisfaction and organizational commitment as predictors of human 

capital creation in select business organizations in India. 

4a.To study the job satisfaction as predictors of HCC. 

H4a:  job satisfaction significantly predicts HCC. 

H4a1:  pay satisfaction significantly predicts HCC. 

H4a2: promotion satisfaction significantly predicts HCC. 

H4a3: supervision satisfaction significantly predicts HCC. 

H4a4:  benefits satisfaction significantly predicts HCC. 

H4a5:  rewards satisfaction significantly predicts HCC. 

H4a6:  work itself satisfaction significantly predicts HCC. 

H4a7:  operating procedure satisfaction significantly predicts HCC. 

H4a8:  communication satisfaction significantly predicts HCC. 

H4a9:  co-worker satisfaction significantly predicts HCC. 

4b. To study the organizational commitment as predictor of HCC. 

H4b:  organizational commitment significantly predicts HCC. 

H4b1:  affective commitment significantly predicts HCC. 

H4b2:  normative commitment significantly predicts HCC. 

H4b3:  continuance commitment significantly predicts HCC. 

5. To prove a new outlook to the study variables. 
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3.3.1 ACCOMPLISHMENT OF OBJECTIVE 1 

Table 3.1 Objective 1 

Objective Hypotheses Statistical Techniques 

O1 H1a:  male and female perceives HCC 

differently 

H1b:  graduate and postgraduate employee 

perceives HCC differently 

Independent sample t-test to 

check out difference. 

 H1c:  aged employee perceives HCC differently One way ANOVA (Analysis 

of Variance) to check the 

variance across sub-groups 

 H1d: experience level causes employee 

perception for HCC differently 

 

One way ANOVA (Analysis 

of Variance) to check the 

variance across sub-groups 

  

 

3.3.2 ACCOMPLISHMENT OF OBJECTIVE 2 

Table 3.2 Objective 2 

Objective Hypotheses Statistical Techniques 

O2 H2a:  male and female perceives JS differently 

H2b: graduate and postgraduate employee 

perceives JS differently 

Independent sample t-test to 

check out difference. 

 H2c:  aged employee perceive JS differently  

 

One way ANOVA (Analysis 

of Variance) to check the 

variance across sub-groups 

 H2d: experience level causes employee 

perception for JS differently 

 

One way ANOVA (Analysis 

of Variance) to check the 

variance across sub-groups 
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3.3.3 ACCOMPLISHMENT OF OBJECTIVE 3 

Table 3.3 Objective 3 

Objective Hypotheses Statistical Techniques 

O3 H3a:  male and female perceives OC differently 

H3b:graduate and postgraduate employee 

perceives OC differently 

Independent sample t-test to 

check out difference. 

 H3c: aged employee perceive OC differently One way ANOVA (Analysis 

of Variance) to check the 

variance across sub-groups 

 H3d: experience level causes employee 

perception for OC differently 

 

One way ANOVA (Analysis 

of Variance) to check the 

variance across sub-groups 

 

3.3.4 ACCOMPLISHMENT OF OBJECTIVE 4 

Table 3.4 Objective 4 

Objective Hypotheses Statistical Techniques 

O4 H4a:  job satisfaction significantly predicts HCC Regression Analysis 

H4a H4a1:  pay satisfaction significantly predicts 

HCC 

H4a2: promotion satisfaction significantly 

predicts HCC 

H4a3: supervision satisfaction significantly 

predicts HCC 

H4a4:  benefits satisfaction significantly predicts 

HCC 

H4a5:  rewards satisfaction significantly predicts 

HCC 

H4a6: work itself satisfaction significantly 

predicts HCC 

H4a7: operating procedure satisfaction 

significantly predicts HCC 

Multiple  
Hierarchical  
Regression 
Analysis 
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H4a8: communication satisfaction significantly 

predicts HCC 

H4a9: co-worker satisfaction significantly 

predicts HCC 

H4b H4b:  organizational commitment significantly 
predicts HCC 

Regression Analysis 

 H4b1:  affective commitment significantly 

predicts HCC 

H4b2:  normative commitment significantly 

predicts HCC 

H4b3:  continuance commitment significantly 

predicts HCC 

 

Multiple  
Hierarchical  
Regression 
Analysis 

 

3.4   TARGET POPULATION AND SAMPLE DESIGN OF THE STUDY 

Horsemen (1994) explained target population as “the total collection of all members, cases or 

elements about which the researcher wishes to draw conclusions.” The potential participants of 

the present study are middle and senior level executives of Indian organizations whose annual 

turnover is more than 100 crores INR. In the present study, data were collected from a 

heterogeneous nature of fifty one organizations, both public and private sector consisting 

manufacturing, service, IT-ITES (Information Technology and IT Enabled Services) and PME 

(Power, Mining and Exploration).  A total of 670 self-report questionnaires were administered 

personally to the participants or with the assistance of human resource department of the 

organizations. The potential participants were ensured that their responses would be kept 

confidential and only used for academic purpose.  From the distributed questionnaires 396 filled 

questionnaires were received. Out of which only 366 questionnaires were found suitable for the 

study. 
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Table 3.4 Demographic Statistic of the Target Population 
Variables Group  Number Percent 

Age In Years <30 143 39.10% 
 30-40 110 30.10% 
 40> 113 30.80% 
    

Gender Male  315 86.10% 
 Female 51 13.90% 
    

Education UG 186 50.81% 
 PG 180 49.19% 
    

Experience <8 159 43.44% 
 8-16 109 29.78% 
 16> 98 26.78% 
    

Total 366 100% 
 

The average age of samples was 37 years with an average experience of 11 years. The study 

population was dominated by male (86.1%) and female respondents cover only a small part of 

the population (13.9%). Education wise it was a fifty-fifty ratio with UG (49.19%) and PG 

(50.81%).  Over 74.31 percent respondents were married and 25.69 percent respondents were 

unmarried. Experience wise majority of respondents belong to a group 1st which is less than 8 

years (43.44%) of experience, followed by 2nd and 3rd group 29.7 percent and 26.7 percent 

respectively.  

Before applying any analysis demographic variables were quantified as follows (Gender = 0 for 

female and 1 for male, education = 0 for graduates, 1 for postgraduates and Experience is 

categories into three group= 0 for group one (0-8 years of experience), 1 for group one (8-17 

years of experience), 0 for group one (16 above years of experience) 

 

3.5    INSTRUMENTS FOR DATA COLLECTION 

As discussed in the previous section, present study framework is based on JS (Job Satisfaction 

Survey) by Spector (1997), OC ( Organizational Commitment Scale) by Meyer and Allen (1997) 

and HCC (Human Capital Creation Scale) by Birasnav and Rangnekar (2009). The measurement 

scales for data collection from Indian executives were highlighted with above mentioned name 

with close-ended questionnaire. The scale is also used for the collection of demographic 
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information like: name (optional), gender, marital status, age and experience. The portrayals of 

standardized questionnaires are discussed below. 

 

3.5.1   Job Satisfaction Survey (JSS) 

JSS was developed by Spector (1997) for measuring the overall JS of employees on different 

aspects. JSS is consist of 36 items separated in 9 sub-factors, Pay, Promotion, Supervision, 

Benefits, Rewards Operating Procedures, Coworkers, Work itself and Communication each sub 

factor consists 4 items each.  JS questionnaire is also consisting of few reverse scoring items for 

pay (“Raise are too few and far between.” “I am unappreciated by the organization when I think 

about what they pay me.”), promotion (“There is really too little chance for promotion on my 

job.”) supervision (“My supervisor is unfair to me.” “My supervisor shows too little interest in 

feeling of subordinates.”) benefits ( “I m not satisfied with the benefits I receive.” “The benefits 

we receive are as good as most other organizations offer.” “The benefit packages we have is 

equitable.”) rewards (“I do not feel that the work I do is appreciated.” “There are few rewards for 

those who work here.” “I don’t feel my efforts are rewarded the way they should be.”) operating 

procedure (“Many of our rules and procedure make doing a good job difficult.” “I have too much 

to do at work.”) co-worker (“I find I have to work harder at my job than I should because of the 

incompetence of people I work with.” “There is too much bickering and fighting at work.”) work 

itself( “I sometimes feel my job is meaningless.”) and communication (“The goals of this 

organization are not clear to me.” “I often feel that I do not know what is going on with the 

organization.”  “Work assignments are often not fully explained.”). The scores of reverse items 

have been reversed for the analysis of data. Respondent were asked to respond on to five point  

for the scale 5—Agree very much, 4—Agree, 3-- Neither agree nor disagree, 2—Disagree, 1—

Disagree very much. The reliability and validity coefficient for the questionnaire is very high to 

measure JS. 

 

3.5.2    Organizational Commitment Scale  

OC scale was developed by Meyer and Allen (1997) to measure employee’s organizational 

commitment. OC scale consisting of 18 items covered by 3 sub-factors, AC, NC and CC. Present 

OC scale also have some reverse scoring item for AC (“I do not feel a strong sense of 

"belonging" to my organization.” “I do not feel "emotionally attached" to this organization.” “I 

do not feel like "part of the family" at my organization.”) and NC (“I do not feel any obligation to 
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remain with my current employer.”). After collecting responses scores of reverse items have been 

reversed for the analysis.  Respondent were asked to respond on to five point for the scale 5-- 

Strongly agree, 4—Agree, 3-- Neither agree nor disagree, 2—Disagree, 1—strongly disagree. 

The reliability and validity coefficient for the questionnaire is very high to measure OC. 

 

3.5.3 Human Capital Creation Scale 

HCC scale was developed by Birasnav and Rangnekar (2009) to measure the creation of human 

capital by using different human resource strategies and perception of HCC. HCC scale 

consisting of 33 items covered by 6 sub-factors, recruitment strategies, career management, 

reward strategies, training, performance appraisal and perceived human capital creation. Sample 

items for the scale are “Recruitment strategies attempt to hold on to the best talent.” “Availability 

of training facilities to meet the requirement of my job.” “I consider appraisal process as an 

opportunity to overcome my weaknesses.” “To what extent do you give importance to your 

career exploration?” “To what extent the offered reward in your organization motivated you to 

participate in a team.” “Participation in a team which carries out high profile project”. 

Respondent were asked to respond on to five point scale on different responses like: Definitely 

true (5), Probably true (4), Do not know (3), Probably false (2), Definitely false (1), Greatly in 

Existence (5), In existence (4), Not sure (3), Barely in existence (2) None in existence (1),  

Completely (5), To a great extent (4), To some extent (3), To a little extent (2), Not at all (1)  A 

great deal (5), Quite a lot (2), A fair amount (3), A small amount (2), Very little (1), Very 

Important (5), Moderately Important (4), Somewhat Important (3), Slightly Important (2), Not at 

all Important (1) Very long (5), Long (4), Fair(3), Short(2), Very short(1). The reliability and 

validity coefficient for the questionnaire is very high to measure HCC. 

  

3.6 RELIABILTY AND VALIDITY OF THE INSTRUMENTS 

3.6.1 Reliability 

“Reliability and validity are the hallmarks of good measurement practices” (Salkind, 2003, p. 

107).  Scale constant and steady score demonstrated the high degree reliability of the scale 

(Creswell, 2005). Neuman (2006) stated that “high degrees of instrument reliability suggest the 

occurrence of similar results under rater situations that are comparable, related, or nearly 

identical”. Reliability defined as whether a scale can interpret constantly across different 

circumstances (Field, 2009). The Cronbach alpha (a) demonstrates the consistency of the 
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construct, called as reliability (Cooper & Schindler, 2003).  To measure the reliability coefficient 

Cronbach alpha (a) of every study construct have been calculated.The reliability coefficient (α) is 

given in the Table 4.2, 4.3 and 4.4  for scales and for their factors; Organizational 

Commitment.90 (Affective Commitment .87, Continuance Commitment .86, Normative 

Commitment.79), JS.74 (Pay.68, Promotion.65, Supervision.73, Benefits.64, Reward.72, 

Operating Procedure.63, Coworker.76, Work itself.68 and Communication.70),  Human Capital 

Creation.86 (Recruitment Strategy.70, Training.76, Performance Management.74, Career 

Management.67, Reward Strategy.76 and  Perceived Human Capital Creation.62). 

3.6.2 Validity 

Creswel (2005) define validity as “an instrument’s results are meaningful, thus permitting the 

researcher to draw conclusions to populations based on the sample”.  Instrument validity is 

defined as the scale or set of items accurately represent the measure concept. In other words a 

scale is said to be valid if it measures what its intent to measure. “Validity is typically more 

challenging to attain than reliability” (Neuman, 2006).  Colin (2009) has asserted that when 

different variables are used to measure the same construct and scores from these different 

variables are strongly correlated, then it indicates convergent validity. 

 

In order to ascertain the scale validity we have calculated discriminant validity coefficient and 

convergent coefficient. Discriminant validity criterion (DVC) was tested by taking into account. 

The factor loading values obtained using EFA and low factor loading (less than. 40) of the items, 

on the dissimilar construct ensured the discriminant validity of the constructs (Hair et al., 2006). 

Table 4.2 provides the values of discriminant validity and convergent and for HCC constructs. 

Likewise, Table 4.3 stands for the values of convergent and discriminant validity for JS 

constructs. In Tables 4.4, discriminant validity of the constructs validity has been shown for the 

OC scale. The scores in (Tables 4.2, 4.3 and 4.4) for convergent and discriminant validity 

coefficient represents that scale uphold the validity with research convention.  

 

High degrees of instrument validity are essential characteristics of a useful instrument. Validity 

infers an instrument’s results are meaningful, thus permitting the researcher to draw conclusions 

to populations based on the sample (Creswell, 2005). A valid instrument measures what it 

purports to measure (Cooper & Schindler, 2003). 
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3.7 Chapter Summary 

The aim of the present chapter was to provide the detailed research design of the study. This 

chapter explains the research objectives along with hypotheses of the study. Hypothesis was 

framed on the basis of literature review. Furthermore, chapter describes the statistical tool like (t-

test for the comparison of means, ANOVA for the comparison of more than group mean and 

regression analysis-that describes the predictor function of independent factor to dependent 

factor) used for the achievement of the objective. Afterward detailed information of the 

instruments used for data collection was explored. At last reliability and validity of the chapter 

was discussed in the chapter. 
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CHAPTER 4 

 RESULTS ANALYSIS AND DISCUSSION 

4.1 OVERVIEW OF THE CHAPTER 

This chapter presents the results based on statistical data analysis for achieving the study 

objectives. As conferred in the previous chapter, SPSS ® 20 was used for performing 

Exploratory Factor Analysis (EFA), arrangement of data, descriptive statistics, reliability and 

validity of the instruments and AMOS® 21 was used for Confirmatory factor Analysis (CFA). 

After analysing the data, interpretation of results is presented followed by discussion and 

findings.  

4.2 PRELIMINARY SCREENING OF DATA 

Table 4.1 represents the normality coefficient (i.e. skeweness and kurtosis), non-multicollinearity 

(VIF) and reliability (i.e. Cronbach alpha) values. Skewness and Kurtosis values indicates that 

the spread of data is just about to be normal. Variance Inflation Factor (VIF) is found to be less 

than 10, which indicates that data is free from the presence of multi-collinearity. 

4.2.1 Multicollinearity of the Data 

Ho (2006) defines “multicollinearity as the situation in which, when the independent/predictor 

variables are highly correlated. When independent variables are multicollinear, there is an 

“overlap” or sharing of predictive power. This may lead to the paradoxical effect, whereby the 

regression model fits the data well, but none of the predictor variables has a significant impact in 

predicting the dependent variable. This is because when the predictor variables are highly 

correlated, they share essentially the same information. Thus, together they may explain a great 

deal of the dependent variable, but may not individually contribute significantly to the model. 

Thus, the impact of multicollinearity is to reduce any individual independent variable’s 

predictive power by the extent to which it is associated with the other independent variables. 

Checking for multicollinearity: In SPSS, it is possible to request the display of Tolerance and 

Variance Inflation Factor “VIF” values for each predictor as a check for multicollinearity. He 

also suggested that less 10 value of the VIF deals with non-multicollinearity. The obtained results 

also advocates the absence of multicollinearity in the data of the study. 
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To avoid the tendency of multicollinearity, the VIF values for the each variable was checked and 

it was found less than 10 in every case. This indicates that there is no presence of 

Multicollinearity in the data set of the study. Table No.4.1 and 4.2 represents the results of 

Multicollinearity, Normality, and Reliability. 

Table 4.1 Normality, Reliability and Non-multicollinearity Coefficients. 

N 366 Skewness Kurtosis 
Croanbach 

alpha 

 

VIF 

Scale Statistic Std. Error Statistic Std. Error   

OC -.214 .128 .593 .254 .90 1.034 

JS .298 .128 .180 .254 .74 1.342 

HCC .353 .128 .334 .254 .86 1.235 
(Source: Primary data, N (Number of participants) 366, SE- standard error, Variance Inflation 
Factors (VIF), significance level <0.05) 
 

Table 4.2 Collinearity statistics (Tolerance and VIF) 
Predictor Variable Tolerance VIF 

AC1 .591 1.691 
AC2 .615 1.626 
AC3 .429 2.331 
AC4 .438 2.286 
AC5 .450 2.222 
AC6 .670 1.492 
CC1 .778 1.285 
CC2 .790 1.266 
CC3 .742 1.348 
CC4 .785 1.274 
CC5 .792 1.263 
CC6 .678 1.475 
NC1 .724 1.381 
NC2 .791 1.265 
NC3 .705 1.418 
NC4 .806 1.241 
NC5 .709 1.410 
NC6 .676 1.479 
Pay1 .550 1.820 
Pay2 .728 1.374 
Pay3 .677 1.476 
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Pay4 .496 2.017 
Prm1 .561 1.782 
Prm2 .505 1.980 
Prm3 .535 1.867 
Prm4 .514 1.947 
Sup1 .540 1.850 
Sup2 .503 1.988 
Sup3 .555 1.802 
Sup .564 1.774 

Ben1 .794 1.259 
Ben2 .559 1.789 
Ben3 .764 1.310 
Ben4 .639 1.565 
Rew1 .580 1.723 
Rew2 .592 1.688 
Rew3 .607 1.646 
Rew4 .545 1.835 
Ope1 .486 2.057 
Ope2 .679 1.473 
Ope3 .659 1.518 
Ope4 .565 1.771 
Cow1 .687 1.455 
Cow2 .549 1.820 
Cow3 .646 1.547 
Cow4 .593 1.686 
Wi1 .440 2.275 
Wi2 .492 2.033 
Wi3 .411 2.431 
Wi4 .437 2.288 

Com1 .463 2.158 
Com2 .481 2.081 
Com3 .601 1.663 
Com4 .412 2.429 

(Note: source primary data, 01 AC: Affective Commitment, CC: Continuance Commitment, NC: 

Normative Commitment, OC- Organizational Commitment, PRM: promotion, SUP: supervision, 

BEN: benefits, REW: Rewards, OPE: operating procedure, COW: Coworker, WIT: Work itself, 

COM: Communication, HCC: Human Capital Creation, JS: Job Satisfaction) 
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4.2.2 Linearity And Homoscedasticity of  the Data  

The presence of homoscedasticity in the data is checked using Scatter Plots. Ho (2006) explained 

homoscedasticity as “the assumption of equal variances between a pair of variables”. Violation of 

this assumption can be detected by either residual plots or simple statistical tests. SPSS provides 

the Levene’s Test for Homogeneity of Variance, which measures the equality of variance for a 

single pair of variables.” It can be seen in the figure 4.1 and 4.2 that data fulfils this precondition 

of multivariate analysis. 

 
Figure 4.1: Regression Residuals plot between OC and HCC 
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Figure 4.2: Regression Residuals plot between JS and HCC 

 
 
4.3 FACTOR STRUCTURE OF THE INSTRUMENTS 
 
4.3.1 Factors Structure of Human Capital Creation Scale 

In order to confirm original factor structure for HCC, CFA was employed by using AMOS-21. 

The original factor structure has been explained in chapter 3. Results from CFA provide a 

moderate satisfactory fit statistic for the scale {χ² (Chi-square) = 970.459 and df 440}, p > 0.01, 

CMIN/df = 2.3, Goodness of Fit Index (GFI) = .84, Comparative Fit Index (CFI) =.83, Tucker-

Lewis Coefficient (TLI) =.82, Root Mean Square Error of Approximation (RMSEA) 

=.063.  Although it was an accepted model fit index, but to improve the model fit index 3 items 

(2 items from reward strategy (Rews4 and Rews5 and 1 item from perceived human capital 

creation (PHCC5)) have been eliminated due to low factor loading. After elimination of the said 

items model fit indices increased substantially {χ² (Chi-square) = 834.257 and df 390}, p > 0.01, 

CMIN/df = 2.1, Goodness of Fit Index (GFI) = .87, Comparative Fit Index (CFI) =.85, Tucker-

Lewis Coefficient (TLI) = .88, Root Mean Square Error of Approximation (RMSEA) = .056. 

HCC scale with its factors loading has been explained the Table No. 4.3. And confirmatory 

model of HCC has been elaborated in Figure 4.3. 

Results of factor analysis (CFA and EFA) validated the factors such as recruitment strategy, 

training, performance appraisal, career development and perceived human capital creation as the 

imperative elements of human capital creation in Indian context. The Obtained results were 
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aligned with the original factor structure of HCC (Birasnav and Rangnekar, 2009) with little 

divergences. Therefore, study data have confirmed the reliability and validity coefficients for 

human capital creation scale. In contrast to the earlier human capital studies, which had focused 

at the individual level (career development, employability and performance) and organizational 

level (knowledge management, abilities, tenure and investment) (Garavan et al., 2001), the 

present study gives special emphasis on the human resource practices (Ojha, 2013) leading to 

human capital creation. Existing literature also confirms the perspective that human resources 

practices can be applied to enhance the capabilities and competence of an individual (Lado and 

Wilson, 1994; Wright and Snell, 1991; Snell, 1992).  Wright and Snell (1991) used a human 

resource (HR) model for development of competence. Lado and Wilson (1994) extended this 

perspective in their study and confirmed the magnitude of HR practices for competence 

development. These three studies have provided the base for the HR practices as the genesis for 

human capital. In order to confirm the contribution of HR practices Birasnav and Rangnekar 

(2009) conducted a factor analysis in Indian context and obtained observations supported the 

proposed factor structure (Birasnav and Rangnekar 2009). Inline to the past studies, the study 

observed HR practices as significant contributors for the competency development (Lado and 

Wilson, 1994; Wright and Snell, 1991; Snell, 1992). Moreover, confirmatory factor analysis 

(CFA) was employed to confirm the factor structure of scale for the present study and with little 

deviation CFA confirms the generic of the measures.  

 

The mean values of HCC scale items varied from 1.67 to 3.55 (Table 4.5). Items like money 

spent in selecting a talent in a given job (item 4), to what extent are your performance-related 

discussions useful? (Item 15) and the aspects used in my performance appraisal (item 18) also 

showed the high mean values. Therefore, recruitment strategy and performance appraisal are the 

prevailing HR practices that mostly contributes for the skill development in Indian organizations. 

Other items like career oriented workshops in your organization (item 19), authority and status 

(item 28) participation in a team which carries the high profile project (item 29) were found in 

the lower side. It represents career management practices and perceptions of human capital 

creation are squat in Indian organizations. These things are needed to be taken care into account 

for skill development of the employees. 
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Figure 4.3: Measurement Model for Human Capital Creation 
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Table 4.3 Factor structure for HCC Scale 

No. Items Factor RC CVC 
Recruitment Strategy 

HCC1 
 RECS1 Recruitment strategies attempt to ……. .86 .69 

HCC2 RECS2 Creation of new job ………. .78 .74 
HCC3 RECS3 How well developed recruitment ……… .76 .56 
HCC4 RECS4 Generally, money spent ……… .59 .66 

HCC5 RECS5 Selecting a best candidate ……. .72 .73 

HCC6 RECS6 Time taken to select talents ……. .52 .62 

Cronbach alpha (α) .70 
Training 

HCC7 TRN1 Organization sponsors employees ………. .80 .61 

HCC8 TRN2 Availability of training facilities …………. .77 .71 

HCC9 TRN3 I am very keen to attend ………… .80 .60 
HCC10 TRN4 To gain knowledge & qualification ……. .83 .65 
HCC11 TRN5 Appropriateness of the ……. .65 .64 
HCC12 TRN6 Time spent on for a ……… .77 .65 

Cronbach alpha (α) .76 
Performance Management 

HCC13 PRAP1 I consider appraisal process …………… .55 .63 
HCC14 PRAP2 On average in a year …………… .85 .61 
HCC15 PRAP3 To what extent are ………… .77 .67 
HCC16 PRAP4 Organization’s performance …………. .81 .68 
HCC17 PRAP5 Sources of collecting feedback ………. .82 .67 
HCC18 PRAP6 The aspects used in my …………… .72 .69 

Cronbach alpha (α) .74 
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Career Management 

HCC19 CM1 How many different kinds of …………. .63 .53 
HCC20 CM2 To what extent do you …………. .61 .77 
HCC21 CM3 To what extent you have ………. .45 .54 
HCC22 CM4 How confident you are …………. .44 .52 
HCC23 CM5 How often you inform ………… .62 .57 

  Cronbach alpha (α) .67  
Reward Strategy 

HCC24 REWS1 To what extent the offered reward ………… .81 .59 
HCC25 REWS2 Impact of reward on …………. .77 .69 
HCC26 REWS3 How much importance given ……… .74 .60 

  Cronbach alpha (α) .76  

Perceived Human Capital Creation 

HCC27 PHCC1 The return I give is more than ……… .54 .64 
HCC28 PHCC2 Chances of considering me …………. .58 .73 
HCC29 PHCC3 My authority and status ………. .71 .82 
HCC30 PHCC4 Participation in a team ………… .79 .74 

  Cronbach alpha (α) .62  
  Cronbach alpha (α) for whole HCC scale .86  

(Note: source primary data, RC reliability coefficient i.e. Cronbach alpha (α), CVC: Convergent, 

Validity coefficient, RECS- Recruitment Strategy, TRN- Training, PRAP-Performance 

Appraisal, CM- Career Management, REWS- Rewards Strategy, PHCC- Perceived Human 

Capital Creation. ) 

 
4.3.2 Factors Structure of Job Satisfaction Survey  

In order to confirm the original factor structure for JS, CFA was employed by using AMOS-21. 

The primary factor structure has been explained in chapter 3. Results from CFA provides a 

moderately satisfactory fit statistic for the scale {χ² (Chi-square) = 938.430 and df 558}, p > 0.01, 

CMIN/df =1.7, Goodness of Fit Index (GFI) = .82, Comparative Fit Index (CFI) =.83, Tucker-
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Lewis Coefficient (TLI) =.82, Root Mean Square Error of Approximation (RMSEA) =.067 has 

been obtained. After employing CFA few items which were having factor loading less than .50 

were dropped (Janssens, 2008). To improve the model fit index, 5 items (1 item from promotion, 

1 item from benefit, 1 item from operating procedure, 1 item from work itself, and 1 item from 

communication)  has been eliminated. After the elimination of said items, results for model fit 

index were improved by {χ² (Chi-square) = 629.193 and df 395}, p > 0.01, CMIN/df = 1.5, 

Goodness of Fit Index (GFI) = .90, Comparative Fit Index (CFI) =.90, Tucker-Lewis Coefficient 

(TLI) =.88, Root Mean Square Error of Approximation (RMSEA) =.040. JS scale with its factors 

loading has been explained the Table no. 4.4. And confirmatory model of JS has been elaborated 

in Figure no. 4.4. 

Job Satisfaction Survey (JSS) was initially developed by Spector (1985) to measure the job 

satisfaction of the social service sector. At the initial stage, the scale has 36 items under 9 factors 

(Pay, Coworkers, Fringe Benefits Promotion, Supervision, Contingent Rewards, Operating 

Procedures, Nature of Work, and Communication). Even so, Spector (1997) refined the structure 

of the scale with the same patterns of items and factors.  JSS has been used in numerous studies 

with original pattern and got significant academic acceptability. Instead of this acceptability, the 

statistical validity of the measure was not established. To fix this issue, we applied CFA on the 

scale. From the obtained, CFA results it has been proved that the scale has a sound association 

with it factor structure. The scale with some deviations has superior psychometric features and is 

vigorously able to measure the job satisfaction on its various facets. Our CFA confirms the 

consistency of original factor structure of Spector (1997). In continuation, reliability and validity 

measurements also uplift the significance of the scale. Therefore, after the little deviation factor 

structure with reduced items 36 to 31 under same 9 factors has been retained. 

Pay, benefits and reward satisfaction measure the satisfaction level of an individual with respect 

to compensation structure of the organization. Supervisor and co-worker satisfaction reveals the 

satisfaction level of interpersonal relationship. Organizational policy’s satisfaction can be 

measured by operating procedure and communication satisfaction. Promotional opportunities and 

work itself satisfaction advocates the attitude of the individual with respect to job autonomy 

(Spector, 1997). In the skill development, employee sentiments play an imperative part. And 

sentiments are linked with employees’ satisfaction level. Job satisfaction with its various facets 

enhances the skill inventory of the organization. 
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The mean values for the job satisfaction scale varies from 1.67 to 4.25. Other items like: I feel I 

am being paid a fair amount for the work do (Item1), I am unappreciated by the organization 

when I think about what they pay me (Item 3), I am not satisfied with the benefits I receive. (R) 

(Item 13), There is too much bickering and fighting at work. (R) (Item 25) have obtained the 

maximum mean value. The results indicate that compensation and interpersonal satisfaction 

contribute most in job satisfaction of Indian managers that force them to work hard. However, 

satisfaction related operating procedure and communication found low. So, it can be interpreted 

that Indian organizations are needed to be liberal and more frequently communicative. These 

amendments will help Indian organization to fill the stock of human capital.     

 

Table 4.4 Factor structure for JS Scale 

 

No. 

 

Items 
Factor 

Factor 

Loading 
CVC 

 

(α) 

Pay Satisfaction   .68 
JS1 Pay1 I feel I am being paid ……………. .74 .76  
JS2 Pay2 Raise are too …………… -.70 -.60  
JS3 Pay3 I am unappreciated by …………. .67 .76  
JS4 Pay4 I feel satisfied with ……………. -.73 -.57  

Promotion Satisfaction   .65 
JS5 Prm1 There is really too little ………… .79 .71  
JS6 Prm3 People get ahead as …………. -.67 .56  
JS7 Prm4 I am satisfied with ………….. .75 .67  

Supervision Satisfaction   .73 
JS8 Sup1 My supervisor is quite ……. .60 .64  
JS9 Sup2 My supervisor is …………… -.74 -.65   
JS10 Sup3 My supervisor shows ………… .79 .72  
JS11 Sup4 I like my supervisor……… .69 .57  

Benefits Satisfaction   .64 
JS12 Ben1 I m not satisfied with ………… .59 .68  
JS13 Ben3 The benefit packages…………. .60 .50  
JS14 Ben4 There are benefits we ………. .69 .68  

Rewards Satisfaction   .72 
JS15 Rew1 When I do good job ………… .44 .60  
JS16 Rew2 I do not feel that the work ……… .51 .50  
JS17 Rew3 There are few rewards ……………. .63 .53  
JS18 Rew4 I don’t feel my efforts …………. 

.62 .51  
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Operating Procedure Satisfaction   .63 
JS19 Ope1 Many of our rules and ……………. .47 .80  
JS20 Ope2 My efforts to do a …………. .79 .69  
JS21 Ope3 I have too much …………… .78 .58  

Co-worker Satisfaction   .76 
JS22 Cow1 I like the people …………. .66 .57  
JS23 Cow2 I find I have to work harder at my job than ……. .78 .66  
JS24 Cow3 I enjoy my co-workers……………. .72 .67  
JS25 Cow4 There is too much bickering ………… -.74 -.65  

Work itself Satisfaction   .68 
JS26 Wit1 I sometimes feel ……… .74 72  
JS27 Wit2 I like doing the …………. -.72 -.54  
JS28 Wit3 I feel a sense of pride ………… .74 57  

Communication Satisfaction   .70 
JS29 Com1 Communication seems good ………. .85 .60  
JS30 Com3 I often feel that I do not …………. -.53 -.51  
JS31 Com4 Work assignments are ……………. .79 .69  
  Cronbach alpha (α) for whole scale .74   
(Note: source primary data, RC reliability coefficient i.e. Cronbach alpha (α), CVC: Convergent, 

Validity coefficient) 
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Figure 4.4: Measurement model for Job Satisfaction 
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4.3.3 Factors structure of Organizational Commitment Scale 

As discussed in chapter 3 original factor of OC scale has been considered. CFA was employed to 

confirm the original factor structure of OC scale and the fit indices shows a good fit of the scale 

on the present data i.e. {χ² (Chi-square) = 371.459 and df 171}, p>0.01, CMIN/DF=2.9, 

Goodness of Fit Index (GFI) = .90, Comparative Fit Index (CFI) =.91, Tucker-Lewis Coefficient 

(TLI) =.89, Root Mean Square Error of Approximation (RMSEA) =.065. Results are reported in 

Table no. 4.5. And confirmatory model of OC has been elaborated in Figure 4.5. 

In order to measure employee’s loyalty towards the organization, a scale consisting of 3 factors 

(affective, continuance and normative commitment) covering 18 items was used to collect the 

response from the participant. Allen and Meyer (1990) re-conceptualized the organizational 

commitment scale by surveying 500 employees of two manufacturing firms. The survey testing 

included 51 items, consisting of 15 items of organizational commitment scale by Mowday 

(1979). The initial instrument developed was of 24 items, but subsequent content redundancy by 

scholars reduced this scale from 24 to 18 items capping by 3 factors affective (emotional 

attachment), continuance (cost association while leaving of job) and normative commitment 

(bound by norms and obligation ) (Allen and Meyer, 1990). Swailes (2002) also confirmed the 3 

component factor structure of organizational commitment. OC scale is the most prominent 

instrument to measure employee commitment because this instrument measures organizational 

commitment on different parameters (Meyer & Allen, 2004). Meyer and Allen (1991, 1997) 

categorized 18 items into 3 factors; affective commitment (item1 to item 6), continuance 

commitment (item7 to item 12) and normative commitment (item11 to item 18). Our CFA results 

confirmed the original factor structure of the instrument. Reliability and validity assessment of 

the scale supported the persistence of the instrument. Therefore, original factor structure and 

taxonomies of organizational commitment instrument have been retained. The mean values of the 

scale items vary from 2.50 to 3.70. Items like; I would be very happy to spend the rest of my 

career with this organization (item 1), I really feel as if this organization's problems are my own 

(item 2), I owe a great deal to my organization (item 18) have found with higher mean values. 

This indicates that in Indian context if the employee found his career progress in organization 

bound by some norms, then he is likely to show his commitment to the organization. On the other 

side, items such as: It would be very hard for me to leave my organization right now, even if I 

wanted to (item 8), If I had not already put so much of myself into this organization, I might 

consider working elsewhere (item11) and few negative consequences of leaving this organization 
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would be the scarcity of available alternatives (item 12) was found with low means values, 

indicates that some people stay with the organization because leaving cost is much more than 

staying. This also bounds employee with the organization. 

  

 

 
 

Figure 4.5: Measurement model for Organizational Commitment 
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Table 4.5 Factor structure for OC Scale 

No. Items Factor 
 

Factor 
Loading 

AC 

Factor 
Loading 

CC 

Factor 
Loading 

NC 

 
CVC 

Affective Commitment 
OC1 AC1 I would be very happy to spend …… .56   .55 
OC2 AC2 I really feel as if this ………. .58   .70 

OC3 AC3 I do not feel a strong ………. .55   .62 

OC4 AC4 I do not feel "emotionally attached" …. .58   .63 

OC5 AC5 I do not feel like …………. .75   .66 

OC6 AC6 This organization has a great ……. .78   .64 

Cronbach alpha (α) .87 
Continuance Commitment 

OC7 CC1 Right now, staying ………  .54  .52 

OC8 CC2 It would be very hard for me ……  .58  .57 

OC9 CC3 Too much of my life …………  .60  .54 

OC10 CC4 I feel that I have too few ……….  .41  .52 

OC11 CC5 If I had not already put …….  .66  .70 

OC12 CC6 One of the few negative …….  .64  .65 

Cronbach alpha (α) .86 
Normative Commitment 

OC13 NC1 I do not feel any obligation …….   .72 .75 

OC14 NC2 Even if it were to my advantage….   .59 .42 

OC15 NC3 I would feel guilty if ………   .73 .77 

OC16 NC4 This organization ……….   .77 .79 

OC17 NC5 I would not leave ……….   .79 .75 

OC18 NC6 I owe a great …….   .78 .73 

Cronbach alpha (α) .79 

Cronbach alpha (α) for whole scale .90 
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 (Note: source primary data, reliability coefficient i.e. Cronbach alpha (α), CVC: Convergent, 
Validity coefficient) 

 
 

4.5 DESCRIPTIVE STATISTICS 
Descriptive statistic for all three scales HCC, JS and OC was calculated next. Mean score for 

HCC scale varies from 1.67 (lowest for HCC19 (CM1)) to 3.55 (highest for HCC17 (PFAP5)). In 

the JS scale it ranges from 1.67 lowest for JS30 (Com2) to 4.25 highest for JS3 (Pay 3). In the 

OC scale OC6 (AC6) secure the highest mean value 3.70 and OC12 (CC6) with a mean value 

2.50 was found on lower side. 

 
Table 4.6 Descriptive Statistics of HCC items 

No. Items Min Max Mean SD 
HCC1 RECS1 1 5 2.17 .91 
HCC2 RECS2 1 5 2.92 .94 
HCC3 RECS3 1 5 2.33 .89 
HCC4 RECS4 1 5 3.20 .87 
HCC5 RECS5 1 5 2.48 .96 
HCC6 RECS6 1 5 2.81 .98 
HCC7 TRN1 1 5 2.23 .96 
HCC8 TRN2 1 5 2.87 .94 
HCC9 TRN3 1 5 2.29 .91 
HCC10 TRN4 1 5 2.36 .89 
HCC11 TRN5 1 5 2.82 .93 
HCC12 TRN6 1 5 2.77 .98 
HCC13 PFAP1 1 5 2.28 .80 
HCC14 PFAP2 1 5 2.70 .93 
HCC15 PFAP3 1 5 3.10 .95 
HCC16 PFAP4 1 5 2.86 .95 
HCC17 PFAP5 1 5 3.55 .95 
HCC18 PFAP6 1 5 3.11 .97 
HCC19 CM1 1 5 1.67 .90 
HCC20 CM2 1 5 2.65 .96 
HCC21 CM3 1 5 2.98 .92 
HCC22 CM4 1 5 2.34 .93 
HCC23 CM5 1 5 2.93 .95 
HCC24 REWS1 1 5 2.34 .81 
HCC25 REWS2 1 5 2.82 .99 
HCC26 REWS3 1 5 2.65 .90 
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HCC27 PHCC1 1 5 2.74 .96 
HCC28 PHCC2 1 5 2.18 .85 
HCC29 PHCC3 1 5 2.20 .89 
HCC30 PHCC4 1 5 2.38 .86 

      
(Note: Source Primary Data, N=366, HCC1 to HCC30 are dimensions of HCC scale under 6 

factors, SD Standard Deviation) 

 
Table 4.7 Descriptive Statistics of JS items 

No. Items Min Max Mean SD 
JS1 Pay1 1 5 4.13 1.01 
JS2 Pay2 1 5 2.64 1.21 
JS3 Pay3 1 5 4.25 1.05 
JS4 Pay4 1 5 2.61 1.40 
JS5 Prm1 1 5 2.29 .81 
JS6 Prm3 1 5 2.69 1.07 
JS7 Prm4 1 5 2.75 .96 
JS8 Sup1 1 5 2.54 1.35 
JS9 Sup2 1 5 2.99 1.26 
JS10 Sup3 1 5 3.52 1.20 
JS11 Sup4 1 5 3.36 1.35 
JS12 Ben1 1 5 3.92 .96 
JS13 Ben3 1 5 4.06 .99 
JS14 Ben4 1 5 3.98 .93 
JS15 Rew1 1 5 2.94 1.21 
JS16 Rew2 1 5 2.16 1.26 
JS17 Rew3 1 5 2.40 1.23 
JS18 Rew4 1 5 3.53 1.15 
JS19 Ope1 1 5 3.52 1.01 
JS20 Ope2 1 5 3.51 1.09 
JS21 Ope3 1 5 3.61 .95 
JS22 Cow1 1 5 3.45 1.17 
JS23 Cow2 1 5 3.56 .97 
JS24 Cow3 1 5 3.34 1.17 
JS25 Cow4 1 5 3.98 .86 
JS26 Wi1 1 5 3.64 1.06 
JS27 Wi2 1 5 2.53 1.24 
JS28 Wi3 1 5 3.32 1.18 
JS29 Com1 1 5 2.34 .82 



103 
 

JS30 Com2 1 5 1.67 .90 
JS31 Com3 1 5 2.65 1.10 

(Note: Source Primary Data, N=366, JS1 to JS301 are dimensions of JS scale under 9 factors, SD 

Standard Deviation) 

 
Table 4.8 Descriptive Statistics of OC items 

No. Items Min Max Mean SD 
OC1 AC1 1 5 3.57 1.12 
OC2 AC2 1 5 3.48 1.03 
OC3 AC3 1 5 3.70 1.02 
OC4 AC4 1 5 3.04 1.11 
OC5 AC5 1 5 3.54 1.06 
OC6 AC6 1 5 3.55 .99 
OC7 CC1 1 5 2.58 1.23 
OC8 CC2 1 5 2.80 1.11 
OC9 CC3 1 5 2.97 1.25 
OC10 CC4 1 5 3.24 1.05 
OC11 CC5 1 5 2.67 1.11 
OC12 CC6 1 5 2.50 1.12 
OC13 NC1 1 5 3.24 1.12 
OC14 NC2 1 5 2.68 1.24 
OC15 NC3 1 5 3.31 1.07 
OC16 NC4 1 5 2.94 1.07 
OC17 NC5 1 5 3.12 1.06 
OC18 NC6 1 5 3.57 1.05 

(Note: Source Primary Data, N=366, OC1 to OC18 are dimensions of OC scale under 3 factors, 

SD Standard Deviation) 

 
4.5 Correlation among the Variables  

Table 4.9 provides the correlation results between the independent variables (JS, OC) and their 

dimensions with the dependent variable (HCC). Correlation results were indicated that OC and 

JS (OC and HCC= .45** and JS and HCC= 44**, p<.01 two tailed) are positively and 

significantly associated with HCC. The correlation between JS and OC also found positive and 

significant (.55**). Further analysis has been conducted to explore the relationship JS and OC 

towards HCC. In additional analysis, association of dimensions of OC (AC .35*, CC .45**, NC 

.46**) and dimension of JS (pay .38* PRM .52**, SUP.23*,BEN .17: , REW .38**, OPE .18, 

COW .23**,WIT .25*, COM: .37**) also found significantly associated with HCC. 



104 
 

Table 4.9 Correlation Coefficient Results of Variables and Their Factors 
 CC NC PAY PRM SUP BEN REW OPE COW WIT COM HCC OC JS 

AC .24** .49* .37 .37 .44** .29 .34 -.04 .28 .46* .36* .35* .77* .52* 

CC 1 .38 .36 .30 .12 .18 .29 .25 .12 .20 .06 .45** .71 .33 

NC  1 .38 .45 .31 .07 .39** -.08 .27 .39** .08 .46** .80** .39** 

PAY   1 .43 .39 .31 .29 .09 .19 .36 .23 .38* .48** .58** 

PRM    1 .44 .25 .34** .13 .25 .39 .23 .52** .49* .64** 

SUP     1 .27 .35* -.05 .37 .48 .41 .23* .36* .68** 

BEN      1 .30** .28 .29 .26 .23 .17* .21 .61** 

REW       1 .32 .25 .27 .22 .38** .39** .61** 

OPE        1 .17 -.09 -.04 .18 .07 .31* 

COW          .39** .33** .23* .27** .59** 

WIT          1 .51 .25* .23** .67* 

COM           1 .37* .40** .60* 

HCC            1 .45** .44** 

OC             1 .55** 

JS              1 

(Note source primary data, 2 tailed Pearson correlation coefficient, *p<0.05, **p<0.01 AC: 

Affective Commitment, CC: Continuance Commitment, NC: Normative Commitment, OC- 

Organizational Commitment, PRM: promotion, SUP: supervision, BEN: benefits, REW: 

Rewards, OPE: operating procedure, COW: Coworker, WIT: Work itself, COM: 

Communication, HCC: Human Capital Creation, JS: Job Satisfaction). 

4.6 ACCOMPLISHMENT OF OBJECTIVE ONE 

Objective one of the present study is to examine the HCC in organization respect to demographic 

variable (gender, education, age and experience). For the accomplishment of the objective, four 

hypotheses have been formed. Results of tested hypotheses are: 
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Table 4.10 

 Independent sample t test and One way ANOVA (IV: Gender, Education, Age and 

Experience, DV: Human Capital Creation) 

Hypothesis 1a                                      Independent sample t test 

Gender N Mean SE Mean t value Df P value 

Male 315 2.63 1.62 -.032 364 .952 

Female 51 2.60 1.56    

Hypothesis 1b                                    Independent sample t test 

Education N Mean SE Mean t value Df P value 

UG 180 2.60 .81 -.241 364 .622 

PG 186 2.71 .77    

Hypothesis 1c                                      One way ANOVA 

Age N Mean SE Mean f value Df P value 

<30 143 2.64 .93 .769 Between Groups      2 .454 

30-40 110 2.59 1.04  Within Groups     363  

40 above 113 2.65 .95  Total                    365        

Hypothesis 1d                                     One way ANOVA 

Experience N Mean SE Mean f value Df P value 

0-8 159 2.61 .86 .228 Between Groups      2 .796 

8-16 109 2.62 1.04  Within Groups      363  

16 above 98 2.64 1.05  Total                    365                    
(Source Primary Data, SE Standard Error, df Degree of Freedom, p*<0.05) 

 

4.6.1 Hypothesis 1a 

Hypothesis 1a was framed to analyze the perception of male and female towards HCC. It was 

proposed in hypothesis that male and female perceives HCC differently.  Independent sample t 

test has been used to test this hypothesis. The results are presented in Table 4.10, the mean score 

for HCC for male was 2.63 and that for female was 2.60.  To compare the mean and find out the 

variances in the perception of male and female employees, Levene’s test for equality variance 

was employed by using SPSS 20. Levene’s test found insignificant differences between the male 

and female groups. p .952 (p > 0.05) and insignificant difference was found between the mean 
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values of male and female participants (t (364) -.032, p .954 > 0.05).  Therefore, Levene’s test of 

variance was insignificant at p ≤ .05 level and perceptual homogeneity of male and female 

employees cannot be violated. Hence, Levene’s test of variance was not varied at p ≤ .05, and we 

do not have enough evidence to accept the hypothesis. Thus hypothesis 1a of the study was not 

supported by the findings of the study. 

 

Hypothesis 1a of the study was proposed to identify the variation in gender-based perception for 

human capital. Studies on gender variations for human capital have always supported the 

significant difference, due to perceptual and preferential differences. For example, men were 

found to show lower preference for risk-taking and challenging job and women were found to 

opposite this notion (Buttner and Moore, 1997; Sexton and Bowman-Upton, 1990). Some other 

researchers found that women with job oriented attitude and men were found with business-

oriented mental setup (Carter et al., 1997; Carter et al., 2003; Gatewood et al., 1995). Findings of 

the present study have not revealed any variation in perception of male and female with respect 

to human capital creation. Our finding was contrary with the exiting studies which proposed that 

there was a gender wise significant difference exists in creation of human capital (Aldrich, 1989; 

Manolova et al., 2007). Female personal, social and professional experiences have played an 

imperative role in these gender differences (Koeber and Wright, 2006). However, finding of the 

study is in alignment with the previous studies, which confirm the similarity in the manly and 

womanly perceptions (Friedman, 1988; Williams, 1988). They furthermore proposed that if there 

is no variation in the perception of male or female, this is a matter of moment, milieu and 

circumstances. 

 

4.6.2 Hypothesis 1b 

Hypothesis 1b was framed to analyze the perception of under graduate (UG) and post graduate 

(PG) employees toward HCC. It was proposed in hypothesis that UG and PG employees perceive 

HCC differently.  Independent sample t test has been used to test this hypothesis. The results are 

presented in Table Table 4.10. The mean score for HCC of UG employees was 2.60 and that for 

PG employees was 2.60.  To compare the mean and find out the variances in the perception of 

UG and PG employees, Levene’s test for equality variance was employed by using SPSS 20. 

And Levene’s test was found insignificant differences between the UG and PG group. p .622 (p > 

0.05). There was insignificant difference was found between the mean values of UG and PG 
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participants (t (364) -.241, p .622 > 0.05).  Therefore, Levene’s test of variance was insignificant 

at p ≤ .05 level and perceptual homogeneity of UG and PG employees cannot be violated. Hence, 

Levene’s test of variance was not varied at p ≤ .05 and then we do not have any sufficient 

evidence to accept the hypothesis. Thus hypothesis 1b of the study was not supported by findings 

of the study. 

Hypothesis 1b was framed to analyze the perceptual variance of under and post graduate 

employees for the human capital creation. Although a significant effect of education was found 

on the human capital creation study conducted by Lochner and Moretti (2004). Their finding 

suggested that education stabilized the behaviour of a human that boosted the productivity of 

employees. Higher educational level encouraged employees to participate in the organizational 

decision making (Friedman 1963). Barro and Lee (1993) support the decisive role of education 

for human capital and also find the difference in the attitude of under and post graduate 

employees. Krueger and  Lindahl (2000) supported the imperativeness of educational effects. Our 

finding proposed similar perception of under and post graduate employees. Our findings are 

contradictory with previous findings, which have proposed substantial benefits of the education 

for under and postgraduate employees (Acemoglu and Angrist, 2000; Moretti 2003, 2004). 

Extant literature also confirms the spill over effects of the education (Liu, 2008; Muravyev, 

2008) Indian context studies also confirm that expansion of education creates an impact on the 

human capital (Tilak, 2002; Shri Prakash and Chowdhury, 1994) But in the contradiction of all 

above discussed studies, Pradhan (2002) found a fascinating results of the study, which has 

proposed no change in the human capital perception due to educational expansion effect. The 

above findings are in the alignment of present study. 

 

4.6.3 Hypothesis 1c 

Hypothesis 1c was framed to analyze the HCC on the basis of age.  One way ANOVA was 

employed to investigate the difference in the (<30, 30-40 and 40 above) age groups. Results are 

presented in the Table Table 4.10 mean scores for <30, 30-40 and 40 above were 2.64, 2.59 and 

2.65 respectively and p value obtained found to be insignificant hence results were not supported 

the hypothesis p .454 (p>.05). Results obtained from the analysis stated that there is no increment 

in human capital as age increases. 
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Hypothesis 1c was framed on the extant literature which has proposed significant difference in 

the age group with respected to human capital. In the table Table 4.10, it can be seen that age 

group >40 scores the highest mean value. However, our finding of the study did not support the 

proposed hypothesis and analysis projected no significant variation in the constructed age groups. 

Our finding contradicts with the previous studies like Guest and Shacklock (2005) and Skirbekk 

(2005) which projected difference in the age groups. For example, manager reported that younger 

employees were having better vision, cognitive processing, endurance, intellectual ability and 

adaptability. While aged employees were good in decision making, managing, judgement and 

loyalty. The whole notion supported that as the age increases the attitude, personality, perception 

and cognitive ability differ from the younger employees. McGoldrick (1996) and Taylor and 

Walker (1994) reported the difference in the different age group. Wooden and VandenHeuvel 

(1997) and Lucich (1997) have found strong association of age and human capital creation. They 

concluded that age increases the cognitive ability as well as experience; this contributes for the 

organizational and individual productivity. In the recent study, Ng and Feldman (2013) also 

proposed positive strong effect of age on employee productivity. In the support of our finding 

Barron et al. (1994) stated in terms human capital creation age group does not vary, due after a 

long tenure with same organization, individual likely to gain some frustration. This 

frustration demolishes his/her productivity. 

 

4.6.4 Hypothesis 1d 

Hypothesis 1d indicated that experience enhances the HCC, projected that as the experience 

increases HCC is also increases. One way ANOVA was employed to investigate the difference in 

the 0-8, 8-16 and 16 above experience group. Results are presented in the Table Table 4.10, the 

mean scores for 0-8, 8-16 and 16 above were 2.61, 2.62 and 2.64 respectively and obtained p 

value was found to be insignificant hence results are not supported the hypothesis, p .796 

(p>.05). Results obtained from the analysis stated that there was no increase in human capital as 

experience increases. 

Hypothesis 1d was proposed to analyse the difference among various experience groups. 

Findings depicted that no significant difference exists among the experience groups of the 

employees. Extant literature demonstrated that experience like other factors; demographic and 

job factor, influences the human capital creation (Borghans and de Grip, 2000; Hartog, 2000b). 

Another researcher has accentuated the same concept (Hartog, 2000a). In general, an expert 
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employee is called as the human capital of the organization. Organizational expertise comes from 

the experience and as proposed by few authors, experience was found to be a significant factor 

for the creation of human capital. However, our finding contradicts with prior findings and 

aligning with Leuven et al. (1998) finding. Their finding illustrates that schooling and experience 

does not influence the human capital creation. To discuss these findings in the Indian context, we 

can say that experience needs to be industry specific then only it enables an employee to increase 

the efficiency of individual and organization. Non industry experience does not allow any 

employee to be settled in any organization. By the above discussion, it can be represented that 

demographic variables play an important role in the creation of human capital. However, our 

statistical finding does not support any of the proposed hypotheses. This maybe controlled by 

contextual factors that enable demographic variables to contribute for human capital creation. 

 
4.7 ACCOMPLISHMENT OF OBJECTIVE TWO 

Objective two of the present study is to examine the JS in Indian organizations respect to 

demographic variables (gender, education, age and experience). For the accomplishment of the 

objective, four hypotheses have been formed. Results of tested hypotheses are: 

 

4.7.1 Hypothesis 2a 

Hypothesis 2a was framed to analyze the perception of male and female towards JS. It was 

proposed in hypothesis that male and female perceives JS differently.  Independent sample t-test 

has been used to test this hypothesis. The results are presented in Table 4.11, the mean score for 

HCC for male was 3.16 and that for female was 3.14.  To compare the mean and find out the 

variance in the perception of male and female employees, Levene’s test for equality variance was 

employed by using SPSS 20. And Levene’s test was found insignificant differences between the 

male and female group. p .820 (p > 0.05). There was insignificant difference found between the 

mean values of male and female participants (t (364), .358, p .820 > 0.05).  Therefore, Levene’s 

test of variance was found insignificant at p ≤ .05 level and perceptual homogeneity of male and 

female employees cannot be violated. Hence, Levene’s test of variance was not varied at p ≤ .05, 

then there was insufficient evidence to accept the hypothesis. Thus hypothesis 2a of the study 

was not supported by finding of the study. 
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Table 4.11  

Independent sample t test and One way ANOVA (IV: Gender, Education, Age and 

Experience, DV: Job Satisfaction) 

Hypothesis 2a                                     Independent sample t test 

Gender N Mean SE Mean t value Df P value 

Male 315 3.16 .94 .358 364 .820 

Female 51 3.14 .41    

Hypothesis 2b                                   Independent sample t test 

Education N Mean SE Mean t value Df P value 

UG 180 3.13 .55 -1.48 364 .882 

PG 186 3.17 .52    

Hypothesis 2c                                         One way ANOVA 

Age N Mean SE Mean f value Df P value 

<30 143 3.13 .61 1.223 Between Groups   2 .295 

30-40 110 3.14 .65  Within Groups   363  

40 above 113 3.18 .71  Total                 365     

Hypothesis 2d                                        One way ANOVA 

Experience N Mean SE Mean f value Df P value 

0-8 159 3.15 .57 .728 Between Groups     2 .483 

8-16 109 3.14 .65  Within Groups    363       

16 above 98 3.17 .79  Total                  365          
(Source Primary Data, SE Standard Error, df Degree of Freedom, p*<0.05) 

 

Hypothesis 2a was proposed that gender caused the variation in job satisfaction. To explain this 

variation, we can assume two probable justifications. One is man and woman has dissimilar 

individual and work characteristics; another is selective bias (Sanz de Galdeano 2002). A group 

of studies on gender differences postulates that female employee is more satisfied than male 

employees (Bender and Heywood 2006, Kaiser 2007, Sousa-Poza and Sousa-Poza 2003, 2007). 

Instead, they are receiving fewer promotional opportunities, lesser wages rate and suffering from 

workplace complexity wages (Blau and Kahn 2006, Booth et al., 2005; Welsh 1999). Reasons for 

this conception are that female employees are having fewer expectations than male employees; 
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whatever they received from the workplace they feel satisfied with that (Clark 1997; Sloane and 

Williams; 2000). On the contrary side, a number of studies posited the male community with 

higher level of satisfaction (Fiorentino 1999; Hagedorn 1996, 1998). Ward and Sloane (2001) 

have found that male higher satisfaction levels are high. Bender and Heywood (2006) 

furthermore provided the support for the same concept. Mora and Ferreri-I-Carbonell (2009) 

conducted a study on gender difference related to job satisfaction. Their study favours the male in 

terms of higher level of job satisfaction. Considering the above discussion, we have furthermore 

framed the hypothesis to test the gender differences for job satisfaction. The obtained results 

from the analysis found no significant difference in the perception of male and female employees 

with respect to job satisfaction. Our study results are contradictory with existing studies (Dalton 

and Marcis, 1987; Oshagbemi 1997, 2001) where they found significant difference between male 

and female employee's perception. Nevertheless, obtained results from our study is aligning with 

a number of studies, which have found no difference in the perception of male and female 

employees in terms of job satisfaction (Donohue and Heywood,  2004; Long, 2005). Recent 

literature also supported that proposed hypotheses. 

 

4.7.2 Hypothesis 2b 

Hypothesis 2b was framed to analyze the perception of under graduate (UG) and post graduate 

(PG) employees toward JS. It was proposed in hypothesis that UG and PG employees perceive JS 

differently.  Independent sample t test has been used to test this hypothesis. The results are 

presented in Table 4.11, the mean score for JS of UG employees was 3.13 and that for PG 

employees was 3.17.  To compare the mean and find out the variances in the perception of UG 

and PG employees, Levene’s test for equality variance was employed by using SPSS 20. 

Levene’s test was found insignificant differences between the UG and PG groups, p .882 (p > 

0.05). Insignificant difference was found between the mean values of UG and PG participants (t 

(364) -.1.48, p .882 > 0.05).  Therefore, Levene’s test of variance was insignificant at p ≤ .05 

level, and perceptual homogeneity of UG and PG employees cannot be violated. Hence, Levene’s 

test of variance was not varied at p ≤ .05 and we do not have any sufficient evidence to accept the 

hypotheses. Thus hypothesis 2b of the study was not supported by finding of the study. 

 

Hypothesis 2b proposed the perception of job satisfaction in terms of education level. Although a 

number of studies proposed some mixed results for the above perception.  Some authors 
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proposed that the educational level increased job satisfaction (Burris, 1983; Glenn and Weaver, 

1982; Hall, 1994) while the other proposed the opposite to it, by depicting as the level of 

education decreases the job satisfaction increases (Clark, 1999; Grund and Sliwka, 2005; 

Oswald, 1996). This is due to high level of inspirations, which are associated with high level of 

education (Sliwka, 2005). Obtained results from the analysis found no significant differences in 

the perception of under and post graduate employees. Although our study did not support 

the proposed hypothesis but few studies like, (Brown and McIntosh, 1998; Clark and Oswald, 

1996; Gazioglu and Tansel, 2006; Hartog and Oosterbek, 1998; Verhofstadt, et al. 2007) 

empirically supported the study results. The probable explanation for this may be the Indian 

origin employee might be focusing more on skill rather higher level of education. 

 

4.7.3 Hypothesis 2c 

Hypothesis 2c was framed to analyze the JS on the basis of age. One way ANOVA was 

employed to investigate the difference in the (<30, 30-40 and 40 above) age groups. Results are 

presented in the Table 4.11, mean score for <30, 30-40 and 40 above are 3.13, 3.14 and 3.18 

respectively and p value obtained found to be insignificant, hence results are not supported by the 

hypothesis p .295 (p>.05). Results obtained from the analysis stated that there is no increase in 

satisfaction level of employee as age increases. 

It is important to analyze the connection of job satisfaction and age of an employee due to widely 

accepted form of research. Existing studies have provided a conflicting outlay of the results on 

the said relationship due to different research methodologies and factors' inclusion in the job 

satisfaction (Kacmar and Ferris, 1989).   Herzberg et al. (1957) in their study stated a U-shaped 

relationship between age and job satisfaction. It means that when a newcomer started his 

employment with high level of satisfaction due to conflict (Cahyono and Hartijasti, 2012), 

followed by dwindle and as age increases job satisfaction is also significantly increases. In 

addition, Warr (1992) and Clark et al. (1996) have founded U-shaped relationship between age 

and job satisfaction. Whereas, a number of studies found the direct relationship with age by 

stating aged employees were more satisfied than younger ones (Barber, 1980; Henderson, 1982; 

Garskof, 1984). The probable reason for this older employee became more familiar with 

organizational culture, policies and system.   However, our obtained results state that there is no 

significant difference between the various age groups. Our results may not be aligning with the 

previous research finding. However, Davis (2002) and Lord and Farrington (2006) in their 
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research found no significant differences between various age groups and job satisfaction. Pook 

et al. (2003) and Sarker et al. (2003) also confirm the obtained results of the study. Hence, we 

can state that in today’s competitive environment every age group employee needs to be perfect 

in his work and for this enhancement they always ask for more and more facilities. Therefore 

employee’s perception does not differ with job satisfaction. 

4.7.4 Hypothesis 2d 

Hypothesis 2d indicated that experience enhances the JS, projected that as the experience 

increases JS also increases. One way ANOVA was employed to investigate the difference among 

the 0-8, 8-16 and 16 above, experience groups. Results are presented in the (Table 4.11), mean 

score for 0-8, 8-16 and 16 above experience are 3.15, 3.14 and 3.17 respectively and p value 

obtained found to be insignificant hence results do not support the hypothesis p .483 (p>.05). 

Results obtained from the analysis stated that there is no increase in job satisfaction as experience 

increases.  

Demographic research upholds the subsequent studies on job satisfaction and experience 

(Bowditch and Buno, 1982; Hardman, 1996). Friesen et al. (1984) delineated a positive 

significant relationship between job satisfaction and experience. In continuation, Sodoma (2006) 

stated that as the level of experience increases succulently, job satisfaction furthermore increases. 

The researchers have posted higher level of job satisfaction in the group of 10-15 and 15 above 

years of experience. Eckman (2004) has provided support for the above relation by stating that 

prompt years of experience is indulged with conflict, so employee is less satisfied at primary year 

of job.  Mack (2000) in addition provides the empirical support for the said relationship. Our 

obtained results of the study do not find any significant difference in the perception of 

experienced and less experienced employees with respect to job satisfaction. Our study results 

are contrary with above discussed studies but aligning with Schroder (2008), who has not found 

any significant difference in relation of experience and job satisfaction. The reason of perspective 

may be studies might be having different approaches to represent the proposed hypothesis. And 

situation and personality factor may influence the job satisfaction perspective. Other causes may 

be the recognition and rewards strategy, which might influence the perception of the experienced 

and less-experienced employees. 
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4.8 ACCOMPLISHMENT OF OBJECTIVE THREE 
Objective three of the present study is to examine the OC in the organizations with respect to 

demographic variables (gender, education, age and experience). For the accomplishment of the 

objective, four hypotheses have been framed. Results of tested hypotheses are: 

 
Table 4.12 

Independent sample t test and One way ANOVA (IV: Gender, Education, Age and 
Experience, DV: Organisational Commitment)  

Hypothesis 3a                                  Independent sample t test        

Gender N Mean SE Mean t value Df P value 

Male 315 3.11 .93 -.598 364 .535 

Female 51 3.14 .36    

Hypothesis 3b                                Independent sample t test 

Education N Mean SE Mean t value Df P value 

UG 180 3.13 .51 -.211 364 .180 

PG 186 3.14 .43    

Hypothesis 3c                                       One way ANOVA 

Age N Mean SE Mean f value Df P value 

<30 143 3.10 .48 1.686 Between Groups   2 .187 

30-40 110 3.13 .63  Within Groups   363  

40 above 113 3.18 .66  Total                 365     

Hypothesis 3d                                       One way ANOVA 

Experience N Mean SE Mean f value Df P value 

0-8 159 3.10 .46 1.030 Between Groups      2 .358 

8-16 109 3.16 .70  Within Groups     363    

16 above 98 3.15 .63  Total                     365               
(Source Primary Data, SE Standard Error, df Degree of Freedom, p*<0.05) 

 

4.8.1 Hypothesis 3a 

Hypothesis 3a was framed to analyze the perception of male and female towards OC. It was 

proposed in hypothesis that male and female perceives OC differently.  Independent sample t test 

has been used to test this hypothesis. The results are presented in Table 4.12, the mean score for 
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HCC for male was 3.11 and that for female was 3.14.  To compare the mean and find out the 

variance in the perception of male and female employees, Levene’s test for equality variance was 

employed by using SPSS 20. Levene’s test was found insignificant differences in the male and 

female group, p .535 (p > 0.05). Insignificant difference was found between the mean values of 

male and female participants (t (364), -.598, p .535 > 0.05).  Therefore, Levene’s test of variance 

was insignificant at p ≤ .05 level and perceptual homogeneity of male and female employees 

cannot be violated. Hence, Levene’s test of variance was not varied at p ≤ .05 and do not have 

any sufficient evidence to accept the hypothesis. Thus hypothesis 3a of the study was not 

supported by finding of the study. 

 

Table 4.12 presented the mean difference of the male and female for organizational commitment. 

The comparison of the mean of manly and womanly subjects in t-test found at the .535(p>.05) 

level of significance. This indicated that there is no ensuing difference in the perception of male 

and female with organizational commitment, although there are numerous studies exist which 

have proposed a consequential relationship of gender and organizational commitment (Cohen, 

1994; Mathieu and Zajac, 1990; Meyer and Allen, 1997; Scandura and Lankau, 1997; Angel and 

Perry, 1986; Mortaz, 1981). Our finding of the study is contrary to other studies which also 

proposed significance of said relationship. Our finding contradicts the views of previous studies 

(Cidars et al. 2003; Gautam et al. 2004; Karakus and Aslan, 2009; Mirzamohammadi and 

Abdolmaleki, 2007) which indicate that there are significant differences exist between the male 

and female employees for organizational commitment. However, besides all contradictions 

findings were aligned with Eskandaricharati et al. (2009), indicating that there is no difference in 

the gender perception for organizational commitment, due to inequality redundancy for the 

female employees in the perception of organisations, society and individuals.  

 

4.8.2 Hypothesis 3b 

Hypothesis 3b was framed to analyze the perception of under graduate (UG) and post graduate 

(PG) employees toward OC. It was proposed in hypothesis that UG and PG employees perceive 

OC differently.  Independent sample t test has been used to test this hypothesis. The results are 

presented in 4.12, the mean score for OC of UG employees was 3.13 and that for PG employees 

was 3.14.  To compare the mean and find out the variances in the perception of UG and PG 

employees, Levene’s test for equality variance was employed by using SPSS 20. And Levene’s 
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test was found insignificant differences between the UG and PG group. p .182 (p > 0.05). There 

was insignificant difference was found between the mean values of UG and PG participants (t 

(364) -.211, p .182 > 0.05).  Therefore, Levene’s test of variance was insignificant at p ≤ .05 

level, and perceptual homogeneity of UG and PG employees cannot be violated. Hence, Levene’s 

test of variance was not varied at p ≤ .05 and do not have any sufficient evidence to accept the 

hypothesis. Thus hypothesis 3b of the study was not supported by finding of the study. 

 

Hypothesis 3b was proposed to analyze perceptual difference of undergraduate and post 

postgraduate employee for organizational commitment. The results of the study have found 

insignificant differences in the perception of under and post postgraduate employee. Our study 

findings are contrary with existing studies, (Dornstei and Matalon, 1989; Imami, 2005; 

Mirzamohammadi and Abdolmaleki, 2008; Saki, 1994) which have proposed that significant 

difference exists in the perception of low and high educated employees (Gholipour and Rezaei, 

2009; Rahimpour Ata Abadi, 2005;  Sohrabi, 2005; Jafarzadeh, 2006; Shokri; 2008). The finding 

of the study is also in consistence with the Mathieu and Zajac (1990); March and Simon (1958) 

and  Eshqi et al. (2011) , which supported the proposed study hypothesis but contradicted to the 

findings of present study. The difference in the finding may be due to the cultural and time 

differences in the study. All the contrary studies have been conducted in different culture and 

time. So perception of under and post graduate employee may vary. Another explanation of this 

notion can be higher level of education stimulates with the high level of expectation and 

understanding. In the support of the current study, finding Hafezi (1998) and Tella (2003) 

empirically tested the proposed hypothesis and found no significant difference at the educational 

level for organizational commitment. Our finding is in consistence with existing studies, which 

also indicated no significant difference in educational level (Haqiri, 2010; Talebpour, 2002; 

Vahedi , 2001;). 

 

4.8.3 Hypothesis 3c 

Hypothesis 3c was framed to analyze the OC on the basis of age.  One way ANOVA was 

employed to investigate the difference in the (<30, 30-40 and 40 above) age group. Results are 

presented in the Table 4.12, mean score for <30, 30-40 and 40 above are 3.10, 3.13 and 3.18 

respectively and p value obtained found to be insignificant hence results are not supported the 
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hypothesis p .187 (p>.05). Results obtained from the analysis stated that there is no increase in 

commitment level of employee as age increases.  

 

Numerous studies proposed the significant association between age and organizational 

commitment (Aldag and Brief, 1975; Hrebiniak and Alutto, 1972; Mathieu and  Zajac, 1990; 

Shore et al., 1990; Steers, 1977; Stevens et al., 1978). All the above discussed studies concluded 

that as the age increases organizational commitment of the employee also increases. The 

relevance of the notion based on exchange theory, the more an employee has hoarded the 

organizational resource, the high level his/her organizational commitment delivered. McNeese-

Smith (2000) in his paper also found aged employees with high level of commitment.  

Obtained results of the proposed hypothesis demonstrate no significant difference between the 

proposed age group. However, findings of the present study are in contrary with previous 

findings, which indicates that as the age increase commitment of an employee also increases 

(Chang, 2003; Eskandaricharati et al. 2009; Gautam et al. 2004; Mathieu and Zajac; 1990) due to 

high investment at workplace and social interaction that forces aged employee's loyalty for the 

organization. Mathieu and Zajac (1990) after analyzing two hundred studies concluded that, aged 

employees show more commitment rather than the younger ones, as the aged employees having 

fewer opportunities and high cost of leaving the organization. In the support of this above 

concept, Meyer and Allen (1997) also proposed the difference in diverse age groups of the 

employees. In contrary of above studies and support of findings of the present study (Hafezi, 

1997; Putti et al., 1989; Saki, et al., 2009; 2010; Talebpour, 2001) proposed insignificant 

relationship between different age groups subjected to organizational commitment Jolideh and 

Yeshodhara (2009), Shokri (2007), Yaqoubi (2007) and Zaki (2004) have concluded no 

significant relation between age and organizational commitment 

 

4.8.4 Hypothesis 3d 

Hypothesis 3d indicated that experience enhances the OC, projected that as the experience 

increases OC also increases. One way ANOVA was employed to investigate the differences 

among the 0-8, 8-16 and 16 above, experience group. Results are presented in the table 4.12, 

mean score for 0-8, 8-16 and 16 above are 3.10, 3.16 and 3.15 respectively and p value obtained 

results were found to be insignificant hence results were not supported the hypothesis p .358 
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(p>.05). Results obtained from the analysis stated that there is no increment in OC as experience 

increases 

 

Comparison of the mean scores of different experience groups of the employee, experience group 

of 8-16 years was indicating highest mean value. Finding of the study proposed that there is no 

consequential difference in the perception of experience groups of employees with respect to 

organizational commitment. Our finding was in contrary to the previous findings, which have 

proposed a relevant relation between experience and organizational commitment (Baron and 

Greenburg, 19; Eskandaricharati et al., 2009; March and Simon, 1958; Mathieu and Zajac, 1990; 

Mowday et al. 1982). Meyer et al. (2002) also confirmed the significant relationship between 

experience and organizational commitment. More experienced employees tend to be more 

committed due to the number of investments made by them at the workplace. They ought to be 

with the organization because they want to (Jafarzadeh, 2005; Mathieu, 1991; Saki, 19; Sohrabi, 

2004). However there are few studies available, which have not confirmed the relationship 

between experience and organizational commitment. Gholipour and Rezaei (2009-2010) have 

supported our study findings by obtaining insignificant similar perception of different age group. 

Hafezi (1998) conducted a study to investigate the relationship between year and experience and 

organizational commitment and results depicted no significance association. Our study results 

also align with existing studies like: Emami (2004) and Vahedi (2004) who moreover proposed 

no significant relationship between experience and organizational commitment. 

 

4.9 ACCOMPLISHMENT OF OBJECTIVE FOUR 

Objective four is the objective which the present thesis is all about. The whole thesis is based on 

the objective four, which proposed predictor functions of job satisfaction and organizational 

commitment towards human capital creation in select business organizations in India. Objective 

four was designed to investigate the JS and OC role on HCC. Stated objective includes two main 

hypothesis (4a, 4b) and twelve sub hypothesis (4a1 to 4a9 and 4b1 to 4b3). To test the 

hypothesis   weather factors of JS: pay, promotion, supervision, benefits, reward, operating 

procedure, work itself, co-worker and communication and factors of OC: affective commitment, 

continuance commitment and normative commitment have significant contribution on HCC 

while  controlling the demographic variables: gender, education, marital status and experience a 

hierarchical regression was employed to obtain the results for the said hypothesis. To analyze the 
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predictor function of JS and OC functions, two separate hierarchical regressions were performed. 

To analyze the functions of JS on HCC, predictor variables were entered as following, step one: 

control variable (gender, education, marital status and experience), step two: steps one + pay, 

benefits and rewards, step three: step two + supervision and co worker, step four: step three + 

promotion and work itself, steps five: step four + operating procedure and communication.  

 

4.9.1 Hypothesis 4a and 4b 

Hypothesis 4a and 4b was framed to analyze the contribution as independent factors (JS and OC) 

respectively. To obtain the total variance explained by JS and OC in the HCC the simple 

regression was employed. Results of the analysis were presented in Table 4.13. Results indicates 

that both independent factors JS (R2.194, 440, 9.359, p<.001) and OC (R2.203, 450, 9.272, 

p<.001) positively and significantly explained the variance in dependent variable. Thus empirical 

analysis of the study support the proposed hypothesis and hypothesis 4a and 4b is accepted for 

the present study. 

 
Table 4.13 Results of Regression Analysis (IV: Job Satisfaction and Organizational 

Commitment, DV Human Capital Creation) 
IV DV R2 Adjusted R2 B t value Sig. 

JS HCC .194 .192 .440** 9.359 .000 

OC HCC .203 .201 .450** 9.272 .000 

Note: (*p<0.05, **P<0.01, IV Independent Job Satisfaction, OC- Organizational Commitment, 

DV- Dependent Variable,  HCC- Human Capital Creation. N=366, b Standardized beta Score) 

 

4.9.2 Hypothesis 4a1 to 4a9  

Results of hierarchical regression were presented in Table 4.14 stated that demographic variables 

explain only .06 (R2 .006; f (4,361) .50, p >.005) percent contribution into dependent variable. In 

the second model after adding pay, benefits and rewards satisfaction into step 1 this contribution 

increased by 17.1 (R2 .197; f (6,359) 13.723, p <.005) percent. In third model added the 

supervision and co-worker, also increased the contribution by 2 (R2 .177; f (5,360) 15.509, p 

<.001) percent variance. Promotion and work itself were the additions in the model four (step 3+ 

Promotion and work itself) also noted significant and increased R2 by 6.2(R2 .259; f (7,358) 

17.895, p <.001). In the fifth model operating procedure and communication was added and total 
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variance explained by 26.2(R2 .262; f (8,357) 15.871, p <.001) percent. Thus hypothesis 4a1 to 

4a9 has been accepted for the present study, which empirically proved the analysis. 

 
Table 4.14 Results of Hierarchical Regression Analysis (PV: Factors Job Satisfaction, DV 

Human Capital Creation) 

 Predictors Step 1 
B 

Step 2 
B 

Step 3 
B 

Step 4 
B 

Step 5 
B 

1 Constant 2.646 5.917 6.494 6.313 6.769 

 Gender -.009 .029 .032 .016 .326 

 Marital Status .079 .073 .069 .074 1.280 

 Education .028 .026 .025 .031 .620 

 Experience -.026 .018 .011 -.037 -.694 

2 1+ pay, benefits and 
rewards  .419** .370 .244 .543** 

3 2+ supervision and co-
worker   .108* -.036* -.363** 

4 3+ promotion and work 
itself    .356** .014 

5 4+ operating procedure 
and communication     .333** 

 F change .501 15.509 13.723 17.895 15.871 

 Sig. F .735 .000 .000 .000 .000 

 R2 .006 .177 .197 .259 .262 

 Adjusted R2 -.005 .166 .183 .245 .246 
Note: (*p<0.05, **P<0.01, PV Predictor Variable: pay, benefits, rewards, supervision, co-worker, promotion, 
work itself, operating procedure and communication and Dependent Variable HCC- human capital creation  
AC: Affective Commitment, CC: Continuance Commitment, NC: Normative commitment. N=366, b 
Standardized beta Score) 
 

4.9.3 Hypothesis 4b1 to 4b3 

Just like above analysis to check the functions of OC’s dimensions on HCC, predictor variables 

were entered as following, step one: control variable (gender, education, marital status and 

experience), step two: step one + affective commitment, step three: step two + continuance 

commitment, step four: step three + normative commitment. Results of hierarchical regression 



121 
 

are presented in Table no 4.15. Analysis are presented in table stated that demographic variables 

gender, education, marital status and experience explain only 1.6 (R2 .016; F (4, 361) .501, p 

>.05) percent variance in HCC. In the second, adds affective commitment into step one and 

variance increased to 2.6 (R2 .026; F (5, 360) 1.956, p >.05) percent. After adding continuance 

commitment in the second model, variance significantly increased up to 22.7 (R2 .227; F (6, 359) 

17.557, p<.005) percent. Normative commitment adds into the forth model and which also 

increased the variance significantly by 10.1 percent (R2 .328(7,358) 24.921 p<.005). The original 

model of OC significantly explained the HCC. The findings reveal an interesting pattern that the 

strength of association of AC, CC and NC with dependent variable increases (from .147** to 

.385**). Thus it was empirically proved in the analysis that OC factors significantly contributes 

in the HCC. So, hypotheses 4b1 to 4b3 have been accepted for the present study, which leads to 

the fulfilment of objective four. 

 

Table 4.15 Results of Hierarchical Regression Analysis (PV: Factors of Organizational 
Commitment, DV Human Capital Creation) 

 Predictors Step 1 
B 

Step 2 
B 

Step 3 
B 

Step 4 
B 

1 Constant 2.646 5.208 5.819 5.808 
 Gender -.009 .003 .079 .089 
 Marital Status .079 .075 .067 .089 
 Education .028 .032 .064 .060 
 Experience -.026 -.050 -.052 -.062 
2 1+ AC  .147**  .134** -.130 
3 2+ CC   .470** .363 
4 3+ NC    .385** 
 F change .501 1.956 17.557 24.921 
 Sig. F .735 .014 .000 .000 
 R2 .016 .026 .227 .328 
 Adjusted R2 .015 .013 .214 .313 

Note: (*p<0.05, **P<0.01, PV Predictor Variable, AC: Affective Commitment, CC: Continuance 
Commitment, NC: Normative commitment. Dependent Variable HCC- Human Capital Creation, N=366, b 
Standardized beta Score) 
  

Present study findings in Table No. 4.13, 4.14 and 4.15 highlighted the significant predictor 

functions of employee job attitude i.e. job satisfaction and organizational commitment. As 

expected, proposed study hypotheses dimensions of both the job satisfaction and organizational 

commitment, significantly contributed to the human capital creation. The findings of the study 

are in alignment with Bontis and Fitz-enz (2002) findings who also proposed job satisfaction and 
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commitment as prominent contributors to human capital. Novelty of our study can be seen, by 

the micro level investigation of the proposed objectives. So far till today the present relationship 

has not been explored in any context. That’s why we have very less supportive evidences for the 

present study results. Instead of all, we have attempted this paradox in the Indian context. The 

obtained results of the study proposed positive and significant contribution of job satisfaction and 

organizational commitment. Job satisfaction and organizational commitment were considered as 

the main job attitude of the employees that contribute to employee productivity (Curme and 

Stefanec; 2007) and employee productivity, skills and abilities were considered as the sum of 

human capital. From the current industrial perspective, we can state that satisfaction and 

commitment are the most prevailing exercises in the Indian context. Indian origin employees are 

ready to contribute for the organisation on a high knot; but in return, expectations of job facilities 

are also high. Their commitment level is very much affected by organisational structure. Park 

(2013) especially has different viewpoints concerning the efficacy and effectiveness of smart 

work depending on the industries, characteristics of the work, etc. The demographic results of the 

study are also found at similar level. This eliminated the obstacle of the human capital creation in 

the organisation. If there is any insignificant relation exists for any demographic hypothesis then 

organisation need to deal with these issues and most of human capital creation time will go futile 

in there. On the organisational perspective they are ready to offer any amount of amenities to the 

employees for their productive contribution. At the end we only want to state that employee’s 

sentiment should be take into consideration, as they are the major contributors for the 

organisational skill, strength and capability for gaining competitive advantage. 
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4.10 CHAPTER SUMMARY 

  
H1a:  Male and female employees perceive HCC differently. Not supported 

H1b:  Graduate and postgraduate employees perceive HCC differently. Not supported 

H1c:  Different age group cause variation in HCC perception of employee.  Not supported 

H1d: Experience level cause variation in HCC of employee. Not supported 

H2a:  Male and female perceive JS differently. Not supported 

H2b:  Graduate and postgraduate employee perceive JS differently. Not supported 

H2c:  Different age group cause variation in JS perception of employee. Not supported 

H2d: Experience level cause variation in JS perception of employee. Not supported 

H3a:  Male and female perceive OC differently. Not supported 

H3b:  Graduate and postgraduate employee perceive OC differently. Not supported 

H3c:  Different age group cause variation in OC perception of employee. Not supported 

H3d: Experience level causes in employee perception for OC of employee. Not supported 

H4a:  job satisfaction significantly predicts HCC Supported 

H4a1:  pay satisfaction significantly predicts HCC Supported 

H4a2: promotion satisfaction significantly predicts HCC Supported 

H4a3: supervision satisfaction significantly predicts HCC Supported 

H4a4:  benefits satisfaction significantly predicts HCC Supported 

H4a5:  rewards satisfaction significantly predicts HCC Supported 

H4a6:  work itself satisfaction significantly predicts HCC Supported 

H4a7:  operating procedure satisfaction significantly predicts HCC Supported 

H4a8:  communication satisfaction significantly predicts HCC Supported 

H4a9:  co-worker satisfaction significantly predicts HCC Supported 

H4b:  organizational commitment significantly predicts HCC Supported 

H4b1:  affective commitment significantly predicts HCC Supported 

H4b2:  normative commitment significantly predicts HCC Supported 

H4b3:  continuance commitment significantly predicts HCC Supported 
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CHAPTER 5 

CONCLUSION, IMPLICATIONS, LIMITATIONS, AND FUTURE SCOPE 

The present chapter addresses the concluding remarks of the thesis based upon theoretical 

genesis, literature review, analysis and results of the study. The present chapter is divided into 

four parts; first part of the chapter discusses the concluding remarks and second part of the 

chapter presents the practical implications of the present study. The third and fourth part of the 

study discusses about the limitations and future scope of the study respectively. 

5.1 CONCLUSION 

The rationale behind the study is to explore the least explored predictors (job satisfaction and 

organizational commitment) of human capital creation in the Indian context. The current study 

started with the examination of theoretical genesis of study variables. In the continuation, second 

chapter (literature of review) presented related literature of the study variables and connection 

between dependent variable (Human capital creation) and independent variables (job satisfaction 

and organizational commitment). In the chapter three, based on literature review, a quantitative 

research design was proposed to answer the research questions. Subsequently, in chapter four, 

statistical analysis was performed on the obtained data. Obtained results by the analysis have 

presented mixed results for the proposed hypotheses. Analysis of the study clearly indicated that 

obtained results of the study were in favour of few hypotheses and contrary to this few 

hypotheses, which was not able to get supported by the analysis. Out of the supported 

hypotheses, results of the study clearly indicated that job satisfaction and organisational 

commitment as significant predictors of human capital creation.  

 

First objective of the study, intended to examine human capital creation with respect to the 

demographic variables: gender, education, age and experience (Borsch-Supan, 2002). Findings of 

the study advocate that there is no significant difference exists in the perception of human capital 

creation among the male and female employees. The results of the perception of undergraduate 

and postgraduate employees were also inconsistence with the proposed hypothesis. Perception of 

age and young employees was also not varied with respect to human capital creation. In addition 

to this, there was insignificant difference exists in the perception of different experience groups 

of employees. Therefore it can be concluded that all the proposed hypotheses were not supported 
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by the analysis of the present study. This shows that the organizational and national culture 

affects the human capital creation. 

From the obtained results, following conclusion can be stated: 

• There is insignificant gender wise difference exists with respect to human capital creation. 

• Education does not have any effect on human capital creation in Indian context. 

• Employee age groups are found insignificant for the creation of human capital. 

• There is no significant difference found between different experience groups and human 

capital creation. 

Second objective of the study was framed to analyse the perception of employees, related to job 

satisfaction, based on demographic factors: gender, education, age and experience (Mott, 2000; 

Seston et al., 2009). For the achievement of the objective, we have proposed that demographic 

factors like gender, education, age and experience influence the employees with respect to job 

satisfaction. The obtained results denied the proposed hypotheses by indicating that there was 

insignificant difference exist between demographic variables perception and job satisfaction. 

Hence it can be concluded that in Indian context employee’s satisfaction is more focused on the 

facets of job satisfaction rather demographic differences.  

From the obtained results, following conclusion can be stated:  

• Both female and male employees have equivalent job satisfaction perception. 

• Educational level of the employees does not have any varied perception in terms of 

job satisfaction. 

• Both age and experience groups are found insignificant with respect to job satisfaction 

perception. 

The third objective examines the organizational commitment perception of employees with 

respect to demographic features like: gender, education, age and experience. Hypothesis 3a, 3b, 

3c and 3d were proposed to analyse the demographic effects on organizational commitment 

(Meyer and Allen, 1997, Luthans, 1992). The results of the present study did not support the 

proposed hypotheses. However, female employees mean scores were found more than the male 

employees. Further, post graduate employees, mean score was found higher than the mean score 

of undergraduate employees but perception is not varied. Similar to the above trend the mean 
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difference of age groups and experience groups were found insignificant difference perception 

with respected to commitment. All the four proposed hypotheses were found to be insignificant 

results. 

From the obtained results, following conclusion can be stated: 

• Both male and female has equal organizational commitment perception. 

• Organizational commitment does not vary corresponding to the educational level. 

•  Both age and experience group perception also does not vary with respect to 

organizational commitment. 

Objective four intends to examine the predictor functions of the job satisfaction and 

organizational commitment towards human capital creation (Bontis and fitz, 2002, Mayo, 2000). 

Further, predictor functions of job satisfaction dimensions (William et al., 2002) and 

organizational commitment dimensions (Verkhohlyad and McLean, 2012) toward human capital 

creation was also analysed. To achieve the desired objective, all the twelve dimensions (Nine of 

job satisfaction and three of organizational commitment) were regressed with human capital 

creation by employing hierarchical regression analysis. Separately, two-time hierarchical 

regression analysis were used to analyse the predictive function of dimensions of job satisfaction 

and organizational commitment. All the twelve dimensions have provided significant results, 

which indicates that: pay, promotion, supervision, benefits, reward, operating procedure, work 

itself, co-worker, communication, affective commitment, continuance commitment and 

normative commitment contributes significantly towards human capital creation (Fields, 2002; 

Gomez-Mejia and Balkin, 1992; Harrison et al., 2006). To measure overall job satisfaction and 

organizational commitment contribution toward human capital creation, simple linear regression 

was employed. From the obtained results, it can be concluded that job satisfaction and 

organization commitment are the significant predictors of the human capital creation. Hence we 

can conclude that employees with high level of job satisfaction and commitment enhance the 

inventory of the skill and capabilities of the organizations. After analysing the objective four we 

have arrived to the following conclusion, which are as follows: 

• Job satisfaction and organizational commitment have a positive and strong association 

with human capital creation. 
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• Pay, rewards and benefits satisfaction also have strong influence on human capital 

creation. 

• Human capital creation can be significantly predicted by work itself and promotional 

opportunities within organization. 

• Organizational communication system and operating procedure also influence the human 

capital creation. 

• Interpersonal satisfaction like supervisor and co-worker satisfaction also influences 

human capital creation. 

• Affective commitment significantly predicts human capital creation. 

• Normative commitment has positive influence on human capital creation. 

Conclusively, the present study demonstrated both job satisfaction and organizational 

commitment as a function of human capital creation. Job satisfaction creates favourable working 

environment that foster employees to enhance skills inventory within the organization. In the 

same manner, organizational commitment creates a sense of career development and 

belongingness to stay in organization.  It also synergizes role occupants’ ability by linking it with 

other members. This in turn contributes towards the creation of human capital. 

 

5.2 IMPLICATIONS OF THE STUDY 

India is the second the most populous country in the world, but it fails to create the talented pool 

of employees. Most of the talent is deployed or migrated to other nations for pursuing the 

employment. The major contribution of the current study is to focus on every single employee 

and provide opportunities. In order to identify the relationship between job satisfaction, 

organizational commitment and human capital creation in the Indian context a number of 

proposed ideas and concepts have been tested, analysed and explained in the present study. The 

findings of the study has come up with practical implications for managers and academicians. 

Firstly, the present study comes up with reliable and validated questionnaires of Human capital 

Creation, Job satisfaction and organizational commitment in contemporary Indian context. This 

will benefit the managers and academicians in the evaluation of Human capital Creation, Job 

satisfaction and organizational commitment. The study will help in formulating the new policies 
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and alteration in old policies, particularly for human capital creation which is scarcely used 

practice in Indian and foreign context. 

Secondly, the obtained results of the present study concluded that job satisfaction positively 

affects the human capital creation. Therefore, it is important for the organization to provide 

financial and non-monetary satisfaction for the employees to fill the pool of talented employees. 

The study suggests that compensation factors of satisfaction contribute more than other factors. It 

is prominent at organizations to implement a sound compensation package for the deserving 

candidates of the organization. Other factors such as interpersonal satisfaction, employee 

advancement and organizational policies implementation need to take care into account for 

creation of human capital in the organization. Pay stimulates an employee to work more, 

promotional advancement attached an employee with organization and facilities of the 

organization retain a talented employee for the long run. Hence is can be concluded that, diverse 

facets of job satisfaction, encourage an employee to perform in the more efficient and productive 

way. Therefore, to create human capital within organizations, top management needs to focus on 

different facets of job satisfaction. 

Third, the present study also exhibits the importance of organizational commitment to the 

creation of human capital. Out of the three dimensions of organisational commitment, the first 

affective commitment psychologically bounds an employee with the organisation and this type of 

commitment retains the talent by providing them a shining future ahead. Secondly, continuance 

commitment bound the employees while balancing the cost of association in the separation. 

Third, the normative commitment retained the key employees with organization by norms and 

obligation. The result of the study suggests that loyalty of employees covering all aspects of 

loyalty and contributes to the pool of human capital. So, these arguments with significant results 

of the study proposed organizational commitment as a predictor of human capital creation. 

In order to make an employee an asset for the organization, top management should concentrate 

on the dimensions of job satisfaction and organizational commitment. They should know the 

imperativeness of the employees. The acknowledgment of the employees can make an 

organisation to gain competitive advantage over its rival firms.  

Next finding of the study, exhibits the demographic impact on the study variables. These findings 

suggest that organization should understand the different causes of variations. Although obtained 
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results of our study do not support any proposed demographic hypothesis, but literature provided 

the base for variation in the proposed hypotheses. Present study, was not found any significant 

difference with respect to demographic features of participant, then top management can 

concentrate on the organizational development. In the Indian context, where females are having 

less exposure in skill enhancement, open minded women were considered as taboo. These 

perception need to be eliminated by organization fair rule and regulation, which do not support 

any gender base perception. 

Further, the findings of the study, effectively contribute to the literature pool of study variables, 

i.e. human capital creation, job satisfaction and organizational commitment. The present study 

also enhances the number of antecedents of human capital creation. Obtained results and 

theoretical linkage of the study variables will help the researchers and academicians to 

understand the relationship of employee sentiments and human capital creation. The present 

study empirically established various facets like pay, promotion, supervision, benefits, reward, 

operating procedure, work itself, co-worker, communication, affective commitment, continuance 

commitment and normative commitment and their significant influence on creation of human 

capital. These results will help in future expansion of the dimensions. 

 

5.3 LIMITATIONS OF THE STUDY 

Just like other studies the presented study also not free from the limitations. The limitations for 

the present study are as follows: 

• The obtained results of the study are based on cross sectional research design. Although it 

has been supported by the number of the studies that cross sectional research design help 

in the collection of the large number of data, but this design has the limitation in 

establishing relationship of causality. It can be argued that human capital is not only 

influenced by employee’s sentiment (job satisfaction and organizational commitment) but 

there are other factors like: management leadership, knowledge management, employee 

performance, value alignment, education and experience, which also lead to the human 

capital creation. 
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• The present study focuses only on direct relationship of job satisfaction and 

organizational commitment towards human capital creation. Any moderating and 

mediating effect has not measured, this can be a limitation of the study. 

• The present study has few numbers of feminine participants in comparison of male 

participants. This number difference made it difficult to draw inferences in the perception 

of the male and female participants with respect to the job satisfaction, human capital and 

organizational commitment. And due to this, insignificant difference has been found in 

the results of the study. 

• The collected data were heterogeneous in nature, as no industry-specific data were 

collected. Organizational culture for manufacturing and service, public and private may 

be varied in understanding the scales items. 

•  A number of responses can be another limitation of the study. A large number of 

responses might be able to support the demographic hypothesis. 

• The present study considered only the job attitude Behaviour in the creation of human 

capital. It might be possible that respondent provided the favourable answer to be in the 

safer side of the organization. The participant self-serving biasness is another limitation 

of the study. 

 

5.4 FUTURE SCOPE OF THE STUDY 

• The present study is based on cross sectional research design. Further, studies on the same 

topic can be conducted on longitudinal survey research design to achieve more favourable 

causality relationship.   

• The present study is restricted to geographic location of the country that is north part of India. 

Further studies can be conducted on huge geographical area and substantial number of 

participants. 

• Another important aspect is that many scales have been invented by researchers to examine 

the human capital creation; our study used the least used scale developed by Birasnav and 

Rangnekar (2009). Considering this notion another scale can be used to present the best 

human capital creation model for Indian context. 

• The study exhibits the importance of job satisfaction and organizational commitment in 

predicting the human capital creation; more research is required to explore the direct and 
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indirect relationship of the study variables. As this is very less researched relationship in 

Indian context. 

• Present study provides the scale validation of human capital creation scale by Birasnav and 

Rangnekar (2009). The outcome of the scale reinforces the conceptual background of the 

scale. This measure needs to be tested repeatedly. 

• The future studies should focus on the equal number of male and female participants. So that 

perception of the male and female employees can be measured on ideal methodology bases. 

• Lastly, the present studies open the new vistas for the future studies, stimulating human 

capital creation by the employee sentiments. Another factor like job characteristics, personal 

determinant factors can be considered for the further studies. 

 

5.5  CHAPTER SUMMARY 

The chapter highlighted the concluding remarks, implications, limitations and future scope of 

the present study. The conclusion was drawn from the results and discussion and which were 

further based on the proposed study hypotheses. Research concluded that by enhancing job 

satisfaction and organizational commitment, human capital can be created within the 

organization. The implication of the study includes the contribution made by study for the 

organizational researchers and academicians. Limitations of the study include cross sectional 

study, limited geographic area, and industry specifications. Future scope of the study 

includes, conducting a longitudinal research design for proper understanding of causality 

relationship and further expansion of antecedents of dependent variable and consequents of 

independent variables will provide new vistas for the future research.  

  

 

 

 

 

 



133 
 

REFERENCES 

 

1. Abadi, M. (2004), the relationship between role clarity and the organizational 

commitment of the staffs of the department of education in Isfahan (Master’s thesis). 

Islamic Azad University, Khorasgan Branch. 

2. Adams, J. L. and Hawk, E. J. (1995), Organizational performance and reward, 

Compensation Association, Scottsdale, AZ: Arizona. 

3. Adams, J.S. (1963), “Toward an understanding of inequity”, Journal of Abnormal and 

Social Psychology, Vol. 67, pp. 422–436. 

4. Acemoglu, D., and Angrist J. (2000), “How large are the social retu rns to education?  

Evidence from compulsory schooling laws”, NBER Macroannual 9-59.  

5. Acker, G. M. (2004), “The effect of organizational conditions (role conflict, role 

ambiguity, opportunities for professional development, and social support) on job 

satisfaction and intention to leave among social workers in mental health care”, 

Community Mental Health Journal, Vol. 40 No.1, pp.65-73. 

6. Akbari, F., Fazlollahtabar, H. and Mahdavi, I. (2013). An uncertain decision making 

process considering customers and services in evaluating banks: A case study”, 

International Journal of Strategic Decision Sciences (IJSDS), Vol.4 No.2, pp.48-78. 

7. Alan, K. M. A., Altman, Y. and Roussel, J. (2008), “Employee Training Needs and 

Perceived Value of Training in the Pearl River Delta of China: A Human Capital 

Development Approach”, Journal of European Industrial Training, Vol.32 No.1, pp. 19-

31. 

8. Alderfer, C. P. (1967), “Convergent and discriminant validation of satisfaction and desire 

measures by interviews and questionnaires”, Journal of Applied Psychology, Vol.51 No.6, 

pp. 509–520.  

9. Alderfer, C. P. (1969), “An empirical test of a new theory of human needs”, 

Organizational BEHAVIOUR and Human Performance, Vol. 4 No.2, pp.142–175.  

10. Alderfer, C. P. (1972). Existence, relatedness, and growth. New York, NY: Free Press. 

11. Aldrich, H.E. (1989), “Networking among women entrepreneurs”, in Hagan, O., Rivchun, 

C. and Sexton, D. (Eds), Women-owned Businesses, Praeger, New York, NY, pp. 103-32. 



134 
 

12. Alexandrov, A., Babakus, E. and Yavas, U. (2007), “The effects of perceived 

management concern for frontline employees and customers on turnover intentions: 

moderating role of employment status”, Journal of Service Research, Vol.9 No.4, pp. 

356-371. 

13. Alexander, G. R., Himes, J. H., Kaufman, R. B., Mor, J.and Kogan, M. (1996), “A United 

States national reference for fetal growth”, Obstetrics & Gynecology, Vol.87 No.2, 

pp.163-168. 

14. Allen, N. J. and Meyer, J. P. (1990), “The measurement and antecedents of affective, 

continuance, and normative commitment to the organization”, Journal of Occupational 

Psychology, Vol. 63, pp.1–18. 

15. Allen, T. D. (2001), “Family-supportive work environments: The role of organizational 

perceptions”, Journal of Vocational Behaviour, Vol. 58, pp.414–435. 

16. Al-Mashaan, O. (2003), “Associations among job satisfaction, pessimism and 

psychosomatic symptoms of employees in the government sector”, Psychological 

Reports, Vol.93, pp.17-25. 

17. Alluto, J. A., Hrebiniak, L. G., and Alonso, R. C. (1973), “On operationalizing the 

concept of commitment”, Social Forces, Vol. 51, pp. 448–454. 

18. Anderson, J.C., Milkovich, G.T. and Tsui, A. (1981), “A model of intra-organizational 

mobility”, Academy of Management Review, Vol. 6, pp. 529-538. 

19. Angle, H. L. and Perry, J. L. (1981), “An empirical assessment of organizational 

commitment and organizational effectiveness”, Administrative science quarterly, Vol.26, 

pp. 1-14. 

20. Angle, H. L., and Perry, J. L. (1981), “An empirical assessment of organizational 

productivity and organizational effectiveness”, Administrative Science, V o l . 6, 

pp.1-14. 

21. Angle, H. and Perry, J. (1983), “Organizational commitment: Individual and 

organizational influences”, Work and Occupations, Vol.10, p.123-146. 

22. Armstrong, M. (1999) Employee Reward (2nd ed.), Chartered Institute of Personnel and 

Development, London. 

23. Armstrong, M. (2003). A handbook of human resource management practice. Kogan 

Page Limited. London. 



135 
 

24. Armstrong, M., and Baron, A. (2002). Strategic HRM: The key to improved business 

performance. CIPD Publishing. 

25. Arnold, J. (2002) “Careers and career management”, Handbook of industrial, work and 

organizational psychology, Vol.2, pp. 115–132 

26. Arnolds, C.A. and Boshoff, C. (2004), “Does higher remuneration equal higher job 

performance? An empirical assessment of the need-progression proposition in selected 

need theories”, South African Journal of Business Management, Vol.31 No.2, pp. 53-65. 

27. Arrow, K. (1997), the benefits of education and the formation of preferences, In J. R. 

Behman & N. Stacy (Eds.), the social benefits of education. Ann Arbor: University of 

Michigan Press. 

28. Bacharach, S. B., Bamberger, P. and Conley, S. (1991), “Work‐home conflict among 

nurses and engineers: Mediating the impact of role stress on burnout and satisfaction at 

work”, Journal of Organizational BehaviourVol.12 No.1, pp. 39-53. 

29. Bagraim, J.J. (2003), “The nature of measurement of multiple commitment foci amongst 

South African knowledge workers”, Management Dynamics, Vol.12 No.2, pp. 13-23. 

30. Balfour, D. L. And Wechsler, B. (1996), “Organizational commitment: Antecedents and 

outcomes in public organizations”’ Public Productivity & Management Review, pp. 256-

277. 

31. Barber, A. E. (1998), Recruiting employees. Thousand Oaks, CA: Sage Publication. 

32. Barber, P.A. (1980), Job satisfaction of elementary and secondary teachers, unpublished 

doctoral dissertation, Rutgers University, The State University of New Jersey, New 

Brunswick, NJ. 

33. Barling, J., Wade, B. and Fullagar, C. (1990), “Predicting employee commitment to 

company and union: Divergent models”, Journal of Occupational Psychology, Vol.63, 

pp. 49-61. 

34. Barney, J.B. (1991), “Organizational culture: can it be a source of sustained competitive 

advantage?’’, Academy of Management Review, Vol.11 No. 3, pp. 656-665. 

35. Baron, R. A., and Greenberg, M. S. (3rd ed.). (1993). Behaviour in organization. 

Prentice, Hall. 

36. Barro R. and J-W Lee (1993), “International Comparison of Educational Attainment”, 

NBER Working Paper No. 4349.  



136 
 

37. Barrett, D.J. (2002), “Change communication: using strategic employee communication 

to facilitate major change”, Corporate Communications: An International Journal, Vol. 7 

No. 4, pp. 219-31. 

38. Bartol, K. M. (1979), “Individual versus organizational predictors of job satisfaction and 

turnover among professionals”, Journal of Vocational Behaviour, Vol. 15, pp. 55-67. 

39. Baruch, Y. (2004), Managing careers: Theory and practice, London: Prentice Hall. 

40. Basak, R. and Ghosh, A. (2011), “ School Environment and Locus of Control in Relation 

to Job Satisfaction among School Teachers–A Study from Indian Perspective”, Procedia-

Social and Behavioural Sciences, Vol. 29, 1199-1208. 

41. Bateman, T. S. and Strasser, S. (1984), “A longitudinal analysis of the antecedents of 

organizational commitment”, Academy of management journal, Vol. 27 No.1, pp. 95-

112. 

42. Beck, K. and Wilson, C. (2000), “Development of affective organizational commitment: 

A cross-sequential examination of change with tenure”, Journal of Vocational 

Behaviour, Vol. 56 No.1, pp.114-136. 

43. Becker, G. S. (1960), “Notes on the concept of commitment”, American Journal of 

Sociology”, Vol. 66, pp. 32–42. 

44. Becker, G. S. (1964). Human capital. New York: Columbia University Press. 

45. Becker, G. S. (1970), the Concept of Human Capital, In M. R. Levin & A. Shank (Eds.), 

Educational Investment in an Urban Society (pp. 62-70). New York: Teachers College 

Press. 

46. Beck, K., & Wilson, C. (2000), “Development of affective organizational commitment: A 

cross-sequential examination of change with tenure”, Journal of Vocational Behaviour, 

56(1), 114-136. 

47. Bedward, J. and Daniels, H.R.J. (2005), “Collaborative solutions – clinical supervision 

and teacher support teams: reducing professional isolation through effective peer 

support”, Learning in Health and Social Care, Vol. 4 No.2, pp. 53–66. 

48. Begley, T. and Czajka, J. (1993), “Panel analysis of the moderating effects of  

commitment on satisfaction, intent to quit and health following organizational  change”,  

Journal of Applied Psychology, Vol. 78, pp. 552-556. 



137 
 

49. Begley, T. M., Lee, C. and Hui, C. (2006), “Organizational level as a moderator of the 

relationship between justice perceptions and work-related reactions”, Journal of 

Organizational Behaviour, Vol.27 No.6, pp.705–721. 

50. Belcastro, B.R. and Koeske, G.F. (1996), “Job satisfaction and intention to seek graduate 

education”, Journal of Social Work Education, Vol. 32 No.3, pp.315-328. 

51. Bell, G. and French, R.L. (1950), "Consistency of Individual Leadership Position in 

Small Groups of Varying Membership", Journal of Abnormal Social Psychology, Vol.45, 

pp.764-767. 

52. Bender, K.A. and J. S. Heywood (2006), “Job Satisfaction of the Highly Educated: The 

Role of Gender, Academic Tenure and Earnings”, Scottish Journal of Political Economy. 

Vol.53, pp.253-279. 

53. Benge, E. J. and Copell, D. J. (1947), “Employee morale survey”, Modern Management, 

Vol.7, pp.19–22. 

54. Berger, C. J., Olson, C. A. and Boudreau, J. W. (1983), “Effects of unions on job 

satisfaction: The role of work-related values and perceived rewards”, Organizational 

Behaviour and Human Performance, Vol.32 No.3, pp.289-324. 

55. Bhuian, S. N. and Mengue, B. (2002), “An extension and evaluation of job 

characteristics, organizational commitment and job satisfaction in an expatriate, guest 

worker, sales setting”, Journal of Personal Selling & Sales Management, Vol. 22 No.1, 

pp. 1-11. 

56. Billings, A. G. and Moos, R. H. (1982), “Social support and well-being: Implications for 

prevention programs”, Journal of Primary Prevention, Vol.3 No.2, pp.77-98. 

57. Birasnav, M., & Rangnekar, S. (2009). Structure of human capital enhancing human 

resource management practices in India. International Journal of Business and 

Management, 4(5), p226. 

58. Birasnav, M., Rangnekar, S. and Dalpati, A. (2010), “Transformational leadership, 

interim leadership, and employee human capital benefits: an empirical study”. Procedia-

Social and Behavioural Sciences, Vol. 5, pp. 1037-1042. 

59. Bird, A. (1996), Careers as repositories of knowledge: Considerations for boundary less 

careers. In M. B. Arthur & D. M. Rousseau (Eds.), The boundaryless career: A new 

employment principle for a new organizational era (pp. 150–168). Oxford University 

Press, New York. 



138 
 

60. Birdi, K., Warr, P., and Oswald, A. (1995), “Age differences in three components of 

employee well-being”, Applied Psychology: An International Review, Vol. 44,  pp. 345-  

373. 

61. Blau, F. D. and DeVaro, J. (2007), “New Evidence on Gender Differences in Promotion 

Rates: An Empirical Analysis of a Sample of New Hires.” Industrial Relations, Vol. 46 

No. 3, pp. 511-550. 

62. Blau, F.D. and L.M. Kahn (2006), “The U.S. Gender Pay Gap in the 90s: Slowing 

Convergence”, Industrial and Labor Relations Review, Vol. 60, pp. 45-66. 

63. Blegen M.A. (1993), “Nurses’ job satisfaction a meta-analysis of related variables”, 

Nursing Research Journal, Vol.42, pp.36–41. 

64. Blood, G., Ridenour, J., Thomas, E., Qualls, C. and Hammer, C. (2002), “Predicting job 

satisfaction among speech-language pathologists working in public schools. Language”, 

Speech and Hearing Services in Schools, Vol.33, pp.282- 290. 

65. Bluedorn, A. (1982), “A unified model of turnover from organization”, Human Relations, 

Vol. 35, pp.135-153. 

66. Blum, M.L. (1959), Industrial Psychology and its Social Foundations, Harper and Row, 

New York. 

67. Bolton, G. (2001). Reflective Practice. Paul Chapman press, London 

68. Bono, J.E., Judge, T.A., Patton, G.K. and Thoresen, C.J. (2001), “The job satisfaction-job 

performance relationship: a qualitative and quantitative review”, Psychological Bulletin, 

Vol. 127 No. 3, pp. 376-407. 

69. Bontis, N. (1998). "Intellectual capital: exploratory study that develops measures and 

models". Management Decision, p. 63-76. 

70. Bontis, N. (2001a), ``Assessing knowledge assets: a review of the models used to 

measure intellectual capital’’, International Journal of Management Reviews, Vol. 3 No. 

1, pp. 41-60. 

71. Bontis, N. (2002a), ``the rising star of the chief knowledge officer’’, Ivey Business 

Journal, Vol. 66 No. 4, pp. 20-5. 

72. Bontis, N. (2002b), World Congress on Intellectual Capital Readings, Butterworth-

Heinemann.KMCI Press, Boston, MA. 



139 
 

73. Bontis, N. and Fitz-enz, J. (2002), ‘‘Intellectual capital ROI: a causal map of human 

capital antecedents and consequents’’, Journal of Intellectual Capital, Vol. 3 No. 3, pp. 

223-47. 

74. Bontis, N. and Girardi, J. (2000), ``Teaching knowledge management and intellectual 

capital lessons: an empirical examination of the TANGO simulation’’, International 

Journal of Technology Management, Vol. 20 No. 5-8, pp. 545-55. 

75.  Bontis, N., Dragonetti, N., Jacobsen, K. and Roos, G. (1999), ``The knowledge toolbox: 

a review of the tools available to measure and manage intangible resources’’, European 

Management Journal, Vol. 17 No. 4, pp. 391-402. 

76. Booth, A.L., W. Arulampalam, and M.L. Bryan (2005). Is There a Glass Ceiling Over 

Europe? Exploring the Gender Wage Gap Across the Wage Distribution, ISER Working 

Paper 2005-25, University of Essex, Colchester. 

77. Borghans, L. and de Grip, A. (2000), The debate in economics about skill utilization”, in 

Borgans,L. and de Grip, A. (Eds),The Overeducated Worker?, The Economics of Skill 

Utilization  Edward Elgar, Cheltenham, pp. 3-26. 

78. Borsch-Supan A. (2002), “Labor Market EÆects of Population”, Aging. Labour; Vol.17, 

pp.5-44. 

79. Bowen, C.F., Radha krishna, R. and Keyser, R. (1994), “Job satisfaction and 

commitment of 4-H Agents”, Journal of Extension, Vol.32 No.1, pp.1-22. 

80. Bowditch, J. and  Buno, A. (1982), Quality of work. Boston: Auburn House. Bridges, R. 

L. (1995). The relationship of job satisfaction with 10 independent variables: A study of 

Arkansas secondary assistant principal, Unpublished doctoral dissertation, University of 

Arkansas, Fayetteville. 

81. Bowles, M.L. and Coates, G. (1993) ‘Image and substance: the management of 

performance as rhetoric or reality’, Personnel Review, Vol.22, No.2, 3–21. 

82. Bowling, N. A., Beehr, T. A. and  Lepisto, L. R. (2006), “Beyond job satisfaction: A five-

year prospective analysis of the dispositional approach to work attitudes”, Journal of 

Vocational Behaviour, Vol.69 No.2, pp.315-330. 

83. Boudreau, J. W., Boswell, W. R. and Judge, T. A. (2001), “Effects of personality on 

executive career success in the United States and Europe”, Journal of Vocational 

Behaviour, Vol.58, pp.53–81. 



140 
 

84. Brayfield, A.H. and Crockett, W.H. (1955), “Employee attitiudes and employee 

performance. Psychological Bulleting, Vol.52, pp.396-424. 

85. Brayfield, A. H. and Rothe, H. F. (1951), “An index of job satisfaction”, Journal of 

applied psychology, Vol.35 No.), pp. 290-307. 

86. Brian, K. (2007). OECD Insights Human Capital How what you know shapes your life: 

How what you know shapes your life. OECD Publishing. 

87. Bronzini, R., and Piselli, P. (2009), “Determinants of long-run regional productivity with 

geographical spillovers: the role of R&D, human capital and public infrastructure”. 

Regional Science and Urban Economics, Vol.39 No.2, pp.187-199. 

88. Brooks, C. and Volker, P. (1986), “The probability of leaving unemployment: The 

influence of Duration, destination and demographics”, Economic Record, pp.296–309. 

89. Brown, C. and  McIntosh, S. (1998), “If you are happy and you know it,. .Job satisfaction 

in the low wage service sector”, Centre for Economic Performance, London School of 

Economics, Discussion Paper No. 405. 

90. Buck, J. M., and Watson, J. L. (2002), “Retaining staff employees: The relationship 

between human resources management strategies and organizational commitment”, 

Innovative Higher Education, Vol.26 No.3, pp. 175-193. 

91. Burnes, B. (1992), Managing Change, 2nd ed., Pitman Publishing, London. 

92. Buttner, E.H. and Moore, D.P. (1997), “Women’s organizational exodus to 

entrepreneurship: self-reported motivations and correlates with success”, Journal of Small 

Business Management, Vol. 35 No. 1, pp. 34-46. 

93. Butterworth, T., Bell, L., Jackson, C. and Pajnkihar, M. (2008), “Wicked spell or magic 

bullet? A review of the clinical supervision literature 2001– 2007”, Nurse Education 

Today Vol.28, pp.264–272. 

94. Butterworth, T., Carson, J., Jeacock, J., White, E. and Clements, A. (1999), “Stress, 

coping, burnout and job satisfaction in British nurses: findings from the clinical 

supervision evaluation project”, Stress Medicine Vol.15 No.1, pp. 27–33.  

95. Bycio, P., Hackett, R. D. and Allen, J. S. (1995), “Further assessments of Bass’s (1985) 

conceptualization of transactional and transformational leadership”,  Journal of Applied 

Psychology, Vol.80 No.4, pp.468-478. 



141 
 

96. Cable, D. M. and Judge, T. A. (1996), “ Person-organization fit, job choice decisions, and 

organizational entry”, Organizational Behaviour and Human Decision Processes, Vol. 

67, pp. 294-311. 

97. Cahyono, A.and  Hartijasti, Y. (2012), “Conflict Approaches of Effective Project 

Manager in the Upstream Sector of Indonesian Oil & Gas Industry”,  The South East 

Asian Journal of Management, Vol.6 No.12, pp.65-69. 

98. Campagna, F.W. (1996), “Managing telecommuters'', Training & Development, Vol. 50 

No. 12, pp. 9-25. 

99. Camp, S.D. (1994), “Assessing the effects of organisational commitment and job  

satisfaction on turnover: An event history approach”,  Prison Journal,  Vol.74 No.3, 

pp.279-306. 

100. Campbell, J.P., Dunnette, M.D., Lawler, E.E. and Weick, K.E. (1970), Managerial 

Behaviour, performance, and effectiveness, New York: McGraw Hill. 

101. Carmeli, A. (2004). Strategic human capital and the performance of public sector 

organizations. Scandinavian Journal of Management, Vol.20 No.4, pp.375-392. 

102. Carpenter, M. A., Sanders, W. G. and  Gregersen, H. B. (2001), “ Bundling human 

capital with organizational context: The impact of international assignment experience on 

multinational firm performance and CEO pay”. Academy of Management Journal, Vol. 

44, No. 3, pp 493-511. 

103. Carter, N.M., Gartner, W.B., Shaver, K.G. and Gatewood, E.J. (2003), “The career 

reasons of nascent entrepreneurs”, Journal of Business Venturing, Vol. 18 No. 1, pp. 13-

39. 

104. Carter, N.M., Williams, M. and Reynolds, P. (1997), “Discontinuance among new firms 

in retail: the influence of initial resources, strategy and gender”, Journal of Business 

Venturing, Vol. 12 No. 2, pp. 125-45. 

105. Chand, P. (2006), "Psychological factors in the development of work stress." J. Com. 

Gui. Res., Vol.23 No. 2, pp.178-186. 

106. Chand, P. and Chaudhary, S. (2012), "Advertising discourse: studying creation and 

perception of meaning", International Journal of English and Literature. Vol.3 No.2. pp. 

40-49. 



142 
 

107.  Chand, P. and Koul, H. (2012), “Organizational Emotional Ownership, Workplace 

Spirituality and Job Satisfaction as Moderators of Job Stress”, International Journal of 

Humanities and Applied Sciences. 

108. Chang, H. T., Chi, N. W. and  Miao, M. C. (2007), “Testing the relationship between 

three-component organizational/occupational commitment and 

organizational/occupational  turnover intention using a non-recursive model”, Journal of 

Vocational Behaviour, Vol.70 No.2, pp.352-368. 

109. Chambers, J.M. (1999), “The job satisfaction of managerial and executive  women: 

Revisiting the assumptions”, Journal of Education for Business, Vol.75 No.2,pp. 69-75.  

110. Chang, K., and Chelladurai, P. (2003), “Comparison of part–time worker and full time 

worker: Commitment and citizenship Behaviour in Korean sport organization”, 

Journal of Sport Management, Vol.6, pp.38-51. 

111. Chatterjee, R. N., Apoorva, S., Manoj, P. and Naval, B. (2009). Strategic management 

and its impact on organizational effectiveness: A study in banks. Advances in 

Management, pp 108-123. 

112. Chatzkel, J. L. (2004). “Human capital: the rules of engagement are changing”, Lifelong 

Learning in Europe, Vol. 9 No.3, pp. 139–145 

113. Chaudhury, S. and Banerjee, A. (2004), ‘Correlates of job satisfaction in medical 

officers”,  Medical Journal Armed Forces India, Vol. 60 No.4, pp. 329-332. 

114. Chen, L. H. (2008), “Job satisfaction among information system (IS) personnel”,  

Computers in Human Behaviour, Vol. 24 No.1, pp. 105-118. 

115. Chen, Z. X. and Francesco, A. M. (2003), “The relationship between the three 

components of commitment and employee performance in China”, Journal of Vocational 

Behaviour, Vol. 62 No.3, pp. 490-510. 

116. Chen, H.M. and Lin, K.J. (2004), “The Role of Human Capital Cost in Accounting”, 

Journal of Intellectual Capital, Vol. 5 No. 1, pp. 116-130. 

117. Cheng, Y. and Stockdale, M. S. (2003), “The validity of the three-component model of 

organizational commitment in a Chinese context”,  Journal of Vocational Behaviour, 

Vol.62 No.3, pp. 465-489. 

118. Chien, C. F. and  Chen, L. F. (2008), “Data mining to improve personnel selection and 

enhance human capital: A case study in high-technology industry”. Expert Systems with 

applications, Vol.34 No.1, pp.280-290. 



143 
 

119. Chiu, S. F., and Chen, H. L. (2005), “Relationship between job characteristics and 

organizational citizenship Behaviour: The meditational role of job satisfaction”, Social 

Behaviour & Personality: An International Journal, Vol. 33 No.6.pp 112-131. 

120. Chiu, R. K. and Francesco, A. M. (2003), “Dispositional traits and turnover intention: 

Examining the mediating role of job satisfaction and affective commitment. International 

Journal of Manpower, 24(3), 284-298. 

121. Cho, N., Baek, S., Shek, S., Ryu, K., & Park, S. (2001). An Exploratory Investigation of 

Player Loyalty to On-Line Games. AMCIS 2001 Proceedings, 160. 

122. Cho, N., Park, K. and Su, C. J. (2008), “Effects of the Upward Influence Strategies on 

the Communication Media Selection”, Contemporary Management Research, Vol.4 

No.2. 

123. Cho, N., zheng Li, G. and Su, C. J. (2007), “An empirical study on the effect of 

individual factors on knowledge sharing by knowledge type”, Journal of Global Business 

and Technology, Vol.3 No.2, pp.1. 

124.  Choudhary, N., Kumar, R. and Philip, P. J. (2013), "Links between organisational 

Citizenship Behaviour, organisational Justice and Job Behaviours at the Workplace", LBS 

Journal of Management & Research, Vol.11 No.2, pp.3-11. 

125. Choudhary, N., Kumar, R, and Philip, P. J. (2013), "Impact of Organizational Justice on 

Employees' Workplace and Personal Outcomes: A Study of Indian Insurance Sector." 

IUP Journal of Organizational Behaviour, Vol.12 No. 4, pp. 7. 

126. Clampitt, P. and Downs, C. (1993). Employee perceptions of the relationship between 

communication and productivity: A field study”, Journal of Business Communication, 

Vol. 30, pp. 5-29. 

127. Clark, A. E. (1997), “Job Satisfaction and Gender: Why are Women So Happy in 

Work?”, Labour Economics. Vol.4, pp.341-372. 

128. Clark, A. E., and Oswald, A. J. (1996).Satisfaction and comparison income. Journal of 

Public Economics, 61, 359-381. 

129. Clark, A., Iswald, A. and Warr, P. (1996), “Is job satisfaction u-shaped in age?”, Journal 

of Occupational and Organizational Psychology, Vol. 69, pp. 57-81. 

130. Cobb-Clark, D. A. (2001), “Getting ahead: the determinants of and payoffs to internal 

promotion for young U.S. men and women”, in Polachek, S. W. (Ed), Worker Wellbeing 

in a Changing Labor Market, Vol. 20, pp. 339-372, JAI Press, New York. 



144 
 

131. Cohen, A. (1994), “ Antecedents of organizational commitment”, Journal of 

Organizational Behaviour, Vol.13 No.6, pp.539-5 

132. Cohen, A and Freund, A. (2005), “A longitudinal analysis of the relationship between 

multiple commitments and withdrawal cognitions”, Scandinavian Journal of 

Management, Vol.21 No.3, pp.329-351. 

133. Conner K. (1991), “A historical comparison of resource-based theory and five schools of 

thought within industrial organization economics: do we have a new theory of the firm?”, 

Journal of Management Vol. 17 No.1, pp. 121–154. 

134. Cook, J., and Wall, T. (1980), “New work attitude measures of trust, organizational 

commitment and personal need non‐fulfilment”, Journal of occupational 

psychology, Vol.53 No.1, pp. 39-52. 

135. Cooper, D. R., & Schindler, P. S. (2003). Business research methods (8th ed.). New 

York: McGraw Hill. 

136. Courant, P. N., Lipsey and Ragan, R.C. (1999). Economics, 12th edition, Addison-

Wesley Longman. 

137. Cramer, D. (1993), “Tenure, commitment, and satisfaction of college graduates in an 

engineering firm”, Journal of Social Psychology, Vol. 133 No.6, pp.791-797. 

138. Creswell, J. W. (2005), Educational research: Planning, conducting, and evaluating 

quantitative and qualitative research, Upper Saddle River, NJ: Pearson. 

139. Creswell, J. W. (2005). Educational research: Planning, conducting, and evaluating 

quantitative and qualitative research (2nd ed.). Upper Saddle River, NJ: Merrill-Prentice 

Hall. 

140. Das, G. (2002). Industrial Psychology, King Books Co. Nai Sarak, Delhi-110006. 

141. Davis, D.J. (2002), “An analysis of the perceived leadership styles and levels of 

satisfaction of selected junior college athletic directors and head coaches”, Dissertation 

Abstracts International, Vol. 62 No. 9, April, p. 3000A. 

142. Davis, E. and Ed Ward. (1995), “Health benefit satisfaction in the public and private 

sectors: The role of distributive and procedural justice”, Public Personnel Management , 

Vol.24 No.3, pp. 255–270. 

143. Deckop, J.R (1992), “organisational and career pay satisfaction”, Human resource 

management review, Vol 2 No.2, pp. 115-129. 



145 
 

144. Delamater, J. (2006), Handbook of Social Psychology, New York, NY: Springer science 

and Business media.  

145. Dalton, A.H, and J.G. Marcis (1987), “Gender Differences in Job Satisfaction Among 

Young Adults”, Journal of Behavioural Economics. Vol.16, pp.21-32. 

146. Davidsson, P. and  Honig, B. (2003), “The role of social and human capital among 

nascent entrepreneurs”, Journal of Business Venturing, Vol.18 No.3, pp.301-331. 

147. DeMarco, A. (1996), ``the virtual workplace needs new leadership'', Facilities Design 

and Management, Vol. 15 No. 6, p .25. 

148. Demoulin, N. T. and Zidda, P. (2008), “On the impact of loyalty cards on store loyalty: 

Does the customers’ satisfaction with the reward scheme matter?”, Journal of Retailing 

and Consumer Services, Vol.15 No.5, pp. 386-398. 

149. De Souza, R. (2002). Walking upright here: Countering prevailing discourses through 

reflexivity and methodological pluralism. (Unpublished MA (Nursing) Thesis). Massey 

University, Albany, NZ. 

150. Dessler, G. (2011). Fundamentals of human resource management. Pearson Higher Ed. 

151. Dahlberg S. and Nahum R. (2002), Cohort EÆects on Earnings ProØles: Evidence from 

Sweden. Working Paper, Uppsala Univerity, Department of Economics;. 

152. Dhawan, V. and  Mulla, Z. R. (2011), “The Role of Pay and Leadership in Developing 

Organizational Commitment”, South Asian Journal of Management, Vol. 18 No.2,60-75. 

153. Donohue, S.M. and J.S. Heywood (2004), “Job Satisfaction, Comparison Income and 

Gender: Evidence from the NLSY”, International Journal of Manpower, Vol. 25: pp.211-

234. 

154. Dombush, R. Fischer, S and  Kearney, С. (2000). Macroeconomics, New York: 

McGraw-Hill. 

155. Downs, C. W., and Adrian, A. D. (2004). Assessing Organizational Communication: 

Strategic Communication Audits. New York: The Guilford Press 

156. Downs, C., Adrian, A., and Ticehurst, W. (2002). An exploration of the relationship 

among communication and organizational commitment in three cultures. Paper presented 

at the Nordic intercultural Communication Conference, Riga, Latvia. 

157. G. Dreher and R. Ash, (1990), “A comparative study of mentoring among men and 

women in managerial, professional, and technical positions”, Journal of Applied 

Psychology, Vol.75 No.5, pp. 539-546.  



146 
 

158. Đurković, J. V. (2009), “Development of human resources as strategic factors of the 

companies' competitive advantage”, Economics and Organization, Vol.6 No.1, pp. 59–67. 

159. Dyer, J. H. (1996), “Does governance matter? Keiretsu alliances and asset specificity as 

sources of Japanese competitive advantage”, Organization Science, Vol. 7, pp. 649-666. 

160. Eby, L. T., Butts, M. and Lockwood, A. (2003), “Predictors of success in the era of the 

boundary less career”, Journal of Organizational Behaviour, Vol.24, pp. 698–708. 

161. Edmondson, A. (1996), ``Three faces of Eden’’, Human Relations, Vol. 49 No. 5, pp. 

571-95. 

162. Edvinsson, L., and Malone, M.S. (1997). Intellectual Capital: Realizing Your Company’s 

True Value by finding its Hidden Brainpower. Harper Business, New York. 

163. Edvinsson, L. and Sullivan, P. (1996). "Developing a model for managing intellectual 

capital", European Management Journal, Vol. 14, No 4, p. 356-364. 

164. Eckman, E. W. (2004), ‘Similarities and differences in role conflict, role commitment, 

and job satisfaction for female and male high school principals”, Educational 

Administration Quarterly, Vol.40 No.3, pp.366-387. 

165. Eichinger, J. (2000), “Job stress and satisfaction among special education teachers:  

Effects of gender and social role orientation”, International Journal of Disability, 

Development and Education, Vol. 47, pp. 397-412. 

166. Eisenberger, R., Cummings, J., Armeli, S. and Lynch, P. (1997), “Perceived 

organizational support, discretionary treatment, and job satisfaction”, Journal of Applied 

Psychology Vol.82 No.5, pp. 812– 820. 

167. Eisenberg, E. M. and Goodall, H. L. (2004). Organizational Communication: Balancing 

Creativity and Constraint (Ed. 4). Boston: Bedford/St. Martins. 

168. Elangovan, A. R. (2001), “Causal ordering of stress, satisfaction and commitment, and 

intention to quit: A structural equations analysis”, Leadership & Organization 

Development Journal, Vol.22 No.4, pp. 159–165. 

169. Elliott, R F (1991) Labor Economics, McGraw-Hill, Maidenhead 

170. Elving, W.J.L. (2005), “The role of communication in organisational change”, Corporate 

Communications: An International Journal, Vol. 10 No. 2, pp. 129-38. 

171. Emami, F. (2004). The relationship between organizational commitment and job 

attachment between the sport teachers of the seven districts of Mashhad (Master’s 

thesis). Islamic Azad Univesity, the Science and Research Branch. 



147 
 

172. Emery, F.E. and Phillips, C. (1976), Living at Work ± A 1973 Study for the Australian 

Minister for Labor and Immigration of the Urban Workforce, Its Attitudes to Work and 

Matters Influencing those Attitudes, Australian Government Publishing Service, 

Canberra. 

173. Erasmus, B., Van Wyk, M., and Schenk, H. (2001), South African Human Resource 

Management (2nd ed.),  Juta & Company Ltd, Cape Town. 

174. Ernst, M.E., Franco, M., Messmer, P.R. and Gonzalez, J.L. (2004), ‘‘Nurses’ job 

satisfaction, stress and recognition in a pediatric setting’’, Pediatric Nursing, Vol. 30 No. 

3, pp. 219-28. 

175. Eskandaricharati, A., Aminian, S. and Mowlavizadeh, A. (2009), Analyzing the 

organizational commitment of the teachers and the sociological factors effective on it: 

A case study of the Islamic Azad Universities of the East of Golestan province,  

Islamic Azad University of Azadshahr, Unpublished project. 

176. Ettlie, J. E. (1988), Taking charge of manufacturing, San Francisco. Jossey-Bass. 

177. Etzioni, A. (1961). A comparative analysis of complex organizations. New York, NY: 

Free Press. 

178. Evans, M. D. R. (1984), “Migrant women in Australia: Resource, family and work”, 

International Migration Review, Vol.18, pp.1063–1090. 

179. Fabra, M. E. and Camisón, C. (2009), “Direct and indirect effects of education on job 

satisfaction: A structural equation model for the Spanish case”, Economics of Education 

Review, Vol.28 No.5, pp.600–610. 

180. Farrell, D., and Rusbult, C. E. (1981). “Exchange variables as predictors of job 

satisfaction, job commitment, and turnover: The impact of rewards, costs, alternatives, 

and investments”, Organizational Behaviour and human performance, Vol. 28 No.1, pp. 

78-95. 

181. Fathonah, N. and  Hartijasti, Y. (2014), “The Influence of Perceived Organizational 

Injustice towards Workplace Personal Web Usage and Work Productivity in Indonesia”, 

The South East Asian Journal of Management, Vol.8 No.2,  pp.151. 

182. Ferreira, P. and Taylor, M. (2011), “Measuring Match Quality Using Subjective Data”, 

Economics Letters, Vol.113 No.3, pp.304-306. 

183. Fields, D. (2002), Taking the Measure of Work, Sage Publications, Thousand Oaks, CA. 



148 
 

184. Fiorentino, L.M (1999), “Job Satisfaction Among Faculty in Higher Education.” (Ph.D. 

diss., State University of New York at Buffalo, 1999). Dissertation Abstracts 

International, Vol.6, pp. 138. 

185. Fitz-enz, J. (2000). The ROI of human capital, measuring the economic value of 

employee performance, Amacom, New York.Forbes, J.B. (1987), “Early intra-

organizational mobility: patterns and influences”, Academy of Management Journal, Vol. 

30, pp. 11-125 

186. Forster, N. and Still, L. (2002), All Work and No Play? The Effects of Occupational 

Stress on Managers and Professionals in Western Australia, The Centre for Women and 

Business,Perth 

187. Fowler, A. (1996), ``How to benefit from teleworking'', Personnel Management, Vol. 2 

No. 5, pp. 34-5. 

188. Frank, R. H., and  Bernanke, B. S. (2007). Principles of Microeconomics (3rd ed.). New 

York: McGraw- Hill/Irwin. 

189. Freeman, R.B. (1978), “Job satisfaction as an economic variable”, American Economic 

RevieVol. 68 No. 2, pp. 135-41. 

190. Friedman, M. (1962), “Capitalism and freedom”,(University of Chicago Press, Chicago).  

191. Friedman, D.E. (1988), “Why the glass ceiling?”, Across the Board, Vol. 25, Nos. 7/8, 

pp. 33-7. 

192. Friesen, D., Holdaway, E. A. and Rice, R. W. (1984), ‘Factors contributing to the job 

satisfaction of school principals”, Alberta Journal of Educational Research, Vol.30, 

pp.157-170. 

193. Froese, F. J., and Peltokorpi, V. (2011), “Cultural distance and expatriate job 

satisfaction”, International Journal of Intercultural Relations, Vol.35 No.1, pp. 49-60. 

194. Fuehrer, V. (1994), ‘Total reward strategy: A prescription for organizational survival’, 

Compensation and Benefits Review, Vol. 26 No.1: pp. 44–53. 

195. Gaertner, S. (2000), “Structural determinants of job satisfaction and organizational 

commitment in turnover models”, Human resource management review, Vol. 9 No.4, pp. 

479-493. 

196. Gaither, C. A. (2009). Job satisfaction and intention to leave the profession: Should we 

care? Research in Social and Administrative Pharmacy, 5(2), 91–93. 



149 
 

197. Gaither, C. A., Nadkarni, A., Mott, D. A., Schommer, J. C., Doucette, W. R., Kreling, D. 

H., and Pedersen, C. A. (2007), “Should I stay or should I go? The influence of individual 

and organizational factors on pharmacists’ future work plans”, Journal of the American 

Pharmacists Association, Vol.47 No.2, pp.165–173. 

198.  Galunic, D. C. and Anderson, E. (2000),  “From security to mobility: generalized 

investments in human capital and agent commitment”. Organization Science, Vol.11 

No.1, pp. 1-20. 

199. Ganzach, Y. (2003), “Intelligence, education, and facets of job satisfaction”. Work and 

occupations, Vol.30 No.7, pp. 97–122. 

200. Garskof, M.S. (1984), Motivating teachers with nonfinancial incentives: the 

relationships of compensatory time, job and the need to achieve to the job satisfaction of 

high school teachers in New York City, unpublished doctoral dissertation, New York 

University, New York, NY. 

201. Gates, S. and  Langevin, P. (2010),  “Human capital measures, strategy, and 

performance: HR managers' perceptions.” Accounting, Auditing & Accountability 

Journal, Vol. 23 No.1, pp. 111-132. 

202. Gatewood, E.J., Shaver, K.G. and Gartner, W.B. (1995), “A longitudinal study of 

cognitive factors influencing start-up Behaviours and success at venture creation”, 

Journal of Business Venturing, Vol. 10 No. 5, pp. 371-91. 

203. Gautam, T., Van Dick, R., Wagner, U., Upadhyay, N. and Davis, J. A. (2004). 

Organizational citizenship Behaviour and organizational commitment in Nepal. Asian 

Journal of Social Psychology, Vol.8 No.3, pp.305-314 

204. Gazioglu, S. and  Tansel, A. (2006), “ Job satisfaction in Britain: Individual and job 

related factors” Applied Economics , Vol. 38, No.1163–1171. 

205. Geetika, and Pandey, N. (2007), “Benchmarking-A Strategic Tool for Enhanced 

Performance: A Study of Power Sector in India”, The IUP Journal of Management 

Research,Vol. VI No.6, pp.37-51. 

206. Ghosh, P. and Geetika (2006), “Retention strategies in the Indian IT industry”,  Indian 

Journal of Economics and Business, Vol.5 No.2, pp.215. 

207. Ghosh, P. and Geetika. (2007), “Recruitment strategies: Exploring the dimensions in the 

Indian software industries”, Asian Journal of Management Cases, Vol. 4 No.1, pp. 5-25. 



150 
 

208. Giannini, M. (1999). Accumulation and distribution of human capital: The interaction 

between individual and aggregate variables. University of Rome Tor Vergata Working 

Paper, (3-99). 

209. Greenhaus, J.H., Callanan, G.A. and Godshalk, V.M. (2000), Career Management, The 

Dryden Press, Harcourt College Publishers, Orlando, FL. 

210. Georgellis, Y., Lange, T., and Tabvuma, V. (2012), “The impact of life events on job 

satisfaction”,  Journal of Vocational Behaviour, Vol.80 No.2, pp. 464-473. 

211. Giancola, F. L. (2011), “Examining the job itself as a source of employee motivation”, 

Compensation & Benefits Review, Vol.43 No.1, pp. 23–29. 

212. Glisson, C., and Durick, M. (1988). Predictors of job satisfaction and organizational 

commitment in human service organizations. Administrative Science Quarterly, 61-81. 

213. Gomez-Mejia, L. R.  and Balkin, D. B. (1992). Compensation, organizational strategy, 

and firm performance. Cincinnati, OH: South-Western. 

214. Gordon, M. E. and Arvey, R. D. (1975), “ The relationship between education and 

satisfaction with job content”,  Academy of Management Journal, Vol.18 No.4, pp.888–

892. 

215. Gordon, M. E. and Johnson, W. A. (1982), “Seniority: A review of its legal and scientific 

standing”, Personnel Psychology, Vol.35 No.2, pp.255–280. 

216. Goris, J.R. (2007), “Effects of satisfaction with communication on the relationship 

between individual-job congruence and job performance/satisfaction”, The Journal of 

Management Development, Vol. 26 No. 8, pp. 737-52.  

217. Greenhaus, J. H., Seidel, C. and Marinis, M. (1983), “The impact of expectations and 

values on job attitudes”, Organizational Behaviour and Human Performance, Vol. 31, pp. 

394-417. 

218. Gregoras, G. J., Robie, C., Schleicher, D. J. and Goff, M. (2003), “A field study of the 

effects of rating purpose on the quality of multi-source ratings”, Personnel Psychology, 

Vol.56, pp. 1–21. 

219. Greguras, G.J., Schleicher, D.J. and Watt, J.D. (2004), “Re examining the job 

satisfaction-performance relationship: the complexity of attitudes”, Journal of Applied 

Psychology, Vol. 89 No. 1, pp. 165-77. 

 



151 
 

220. Griliches, Z. and Regev, H. (1995), “Firm Productivity in Israeli industry 1979-1988”,  

Journal of Econometrics, Vol. 65, pp. 175-203 

221. Grund, C. and Sliwka, D. (2005), “Reference dependent preferences and the impact of 

wage increases on job satisfaction: theory and evidence”, IZA discussion paper no. 1879, 

IZA, Bonn. 

222. Guest, D. E. (1999), “Human resource management‐the workers' verdict”, Human 

Resource Management Journal, Vol.9 No.3, pp. 5-25. 

223. Guest, R. and  Shacklock, K. (2005), “The impending shift to an older mix of workers: 

perspectives from the management and economics literatures”, International Journal of 

organisational Behaviour, Vol.10 No.3, pp.713–728. 

224. Guiltinan, J., Rejab, I. and Rodgers, W. (1980), “Factors influencing coordination in a 

franchise channel”, Journal of Retailing, Vol. 56 No. 3, pp. 41-8. 

225. Güleryüz, G., Güney, S., Aydın, E. M., and Aşan, Ö. (2008), “The mediating effect of 

job satisfaction between emotional intelligence and organisational commitment of nurses: 

a questionnaire survey”, International Journal of Nursing Studies, Vol.45 No.11, pp. 

1625-1635. 

226. Hackman, J. R., and Lawler, E. E. I. (1971), “Employee reactions to job characteristics”, 

Journal of Applied Psychology, Vol.55 No.3, pp. 259-286. 

227. Hackman, J. R., and Oldham, G. R. (1974). The job diagnostic survey: An instrument for 

the diagnosis of jobs and the evaluation of job redesign projects (No. TR-4). Yale Univ 

New Haven CT Dept of Administrative Sciences. 

228. Hackman, J. R. and Oldham, G. R. (1975), “Development of the job diagnostic survey”, 

Journal of Applied Psychology, Vol.60 No.2, pp.159-170. 

229. Hackman, J. R. and Oldham, G. R. (1980). Work redesign. Reading, MA: Addison-

Wesley. 

230. Hadighi, S. A., Sahebjamnia, N., Mahdavi, I. and Shirazi, M. A. (2013), “A framework 

for strategy formulation based on clustering approach: a case study in a corporate 

Organization”, Knowledge-Based Systems, Vol.49, pp.37-49. 

231. Hagedorn, L.S (1996), “ Wage Equity and Female Job Satisfaction: The Role of Wage 

Differentials in a Job Satisfaction Causal Model”,  Research in Higher Education, Vol. 

30, pp. 569-598. 



152 
 

232. Hagedorn, L.S (1998), “ Implications to Postsecondary Faculty of Alternative 

Calculation Methods of Gender-based Wage Differentials”, Research in Higher 

Education, Vol. 39, pp.143-162. 

233. Hall, R. (1992), “The strategic analysis of intangible resources’’, Strategic Management 

Journal, Vol. 13, pp. 135-44. 

234. Hamel, G., and Prahalad, C. K (1994). Competing for the future. Boston: Harvard 

Business School Press. 

235. Hammer, L. B., Kossek, E. E., Yragui, N. L., Bodner, T. E. and  Hanson, G. C. (2009), “ 

Development and validation of a multidimensional measure of family supportive 

supervisory Behaviours (FSSB)”,  Journal of Management, Vol. 35, pp.837–856. 

236. Hampton, G. M. and Hampton, D. L. (2004). “Relationship of professionalism, rewards, 

market orientation and job satisfaction among medical professionals: The case of 

Certified Nurse–Midwives”, Journal of Business Research, Vol.57 No.9, pp.1042-1053. 

237. Hardman, T. R. (1996), A study of job satisfaction of female public school administrators 

in West Virginia. (Doctoral dissertation, West Virginia University, 1996). Retrieved from 

ProQuest Dissertations & Theses. (AAT 9639725). 

238. Harper, S.C. (1996), “A Developmental Approach to Performance Appraisal”, in 

Benson, G. (Ed.), Stepping Up Performance, Jaico Publishing House, New Delhi. 

239. Harrison, D., Newman, D. and Roth, P. (2006), “How important are job attitudes? Meta-

analytic comparisons of integrative Behavioural outcomes and time sequences”, Academy 

of Management Journal, Vol. 49, pp. 305-25. 

240. Hart, G., Clinton, M., Edwards, H., Evans, K., Lunney, P., Posner, N., Tooth, B., Weir, 

D. and Ryan, Y.(2000), “Accelerated professional development and peer consultation: 

two strategies for continuing professional education for nurses”, Journal of Continuing 

Education in Nursing Vol.31 No.1, pp. 28–37. 

241. Hartijasti, Y. (2011), “Top Management Commitment in Enterprise Resource Planning 

Implementation Success: Preliminary Study in Indonesian State-Owned Enterprises”,  

JITAM, Vol.18 No.3, pp. 41-59. 

242. Hartog, J. (2000a), “On returns to education: wandering along the hills of ORU land”, in 

Heijke, H.and Muysken, J. (Eds),Education and Training in a Knowledge-based Economy 

,StMartin’s Press, New York, NY, pp. 3-45. 



153 
 

243. Hartog, J. (2000b), “Over-education and earnings: where are we, where should we go?”, 

Economics of Education Review, Vol. 19 No. 2, pp. 131-47. 

244. Hartog, J. (1999). "Behind the Veil of Human Capital". Organisation for Economic 

Cooperation and Development. The OECD Observer, January, No 215. 

245. Hartog, J. and  Oosterbek, H. (1998), “Health, wealth and happiness. Why pursue a 

higher education?”, Economics of Education Review, Vol.17 No.3, pp. 245–256. 

246. Hatfield, J. D., Robinson, R. B., and Huseman, R. C. (1985). An empirical evaluation of 

a test for assessing job satisfaction. Psychological reports, 56(1), 39-45. 

247. Hatch, N. W. and Dyer, J. H. (2004),  “Human capital and learning as a source of 

sustainable competitive advantage”. Strategic management journal, Vol.25 No. 12, pp. 

1155-1178. 

248. Hausknecht, J., Hiller, N. and Vance, R. (2008), “Work-unit absenteeism: effects of 

satisfaction, commitment, labor market conditions and time”, Academy of Management 

Journal, Vol. 51 No. 6, pp. 1223-45. 

249. Heathfield, S.M. (2008), Communication is key in change management, available at: 

http://humanresources.about.com/od/changemanagement/a/change_lessons2.html.  

250. Henderson, R.L. (1982), Perceptions of urban teachers about specific characteristics in 

the work environment that relate to need deficiencies, unpublished doctoral dissertation, 

University of Illinois at Urbana-Champaign, Urbana, IL. 

251. Hellman, C.M. (1997), “Job satisfaction and intent to leave”, Journal of Social  

Psychology, Vol.137 No.6, pp.  677-690. 

252. Heneman, H. G., and Judge, T. A. (2000), Compensation attitudes: a review and 

recommendations for future research. In: S. L. Rynes, B. Gerhart (Eds.), Compensation in 

organizations: current research and practice, (pp. 61–103).San Francisco: Jossey-Bass. 

253. Herzberg, F. (1959). Motivation to work. New Brunswick, NJ: John Wiley & Sons. 

254. Herscovitch, L., and Topolnytsky. (2002), “Affective, continuance, and normative 

commitment to the organization: A meta-analysis of antecedents, correlates, and 

consequences”, Journal of Vocational Behaviour, Vol.61, pp.20-52. 

255. Hersch, J. and Viscusi, W.K. (1996), “Gender differences in promotions and wages”, 

Industrial Relations, Vol. 35 No. 4, pp. 461-472. 

256. Heywood, John S. and Xiangdong Wei. (2006). "Performance Pay and Job Satisfaction," 

Journal of Industrial Relations, Vol. 48, pp. 523 – 540.  



154 
 

257. Higgins, E. T. (1997), “Beyond pleasure and pain”, American Psychologist, Vol.52, pp. 

1280–1300. 

258. Higgins, E. T., Roney, C., Crowe, E. and Hymes, C. (1994), “Ideal versus ought 

predictions for approach and avoidance: Distinct self-regulatory systems” Journal of 

Personality and Social Psychology, Vol.72, pp.515–525. 

259. Hirschfield, R.R. (2000). Validity studies. Does revising the intrinsic and extrinsic 

subscalesof the Minnesota Satisfaction Questionnaire Short Form make a difference? 

Educational Psychological Measurement, 60, 255-270. 

260. Hitt, M. A., Biermant, L., Shimizu, K. and  Kochhar, R. (2001), “ Direct and moderating 

effects of human capital on strategy and performance in professional service firms: A 

resource-based perspective”. Academy of Management journal, Vol. 44 No.1, pp. 13-28. 

261. Ho, R. (2006), Handbook of univariate and multivariate data analysis and interpretation 

with SPSS, CRC Press. 

262. Hodson, R. (1997), “Group relations at work: Solidarity, conflict, and relations with 

management”, Work & Occupations, Vol.24 No.4, pp. 426-453. 

263. Homans, G.C. (1974),. Social Behaviour. Its Elementary Forms, Routledge & Kegan 

Paul, London. 

264. Homburg, C. and Stock, R. M. (2004). “The link between salespeople’s job satisfaction 

and customer satisfaction in a business-to-business context: A dyadic analysis”, Journal 

of the Academy of Marketing Science, Vol.32 No.2, pp.144-158. 

265. Howard, A. (1986), “College experiences and managerial performance”, Journal of 

Applied Psychology, Vol.71, pp.530–552. 

266. Hrebiniak, L. G. and Alutto, J. A. (1972), “Personal and role-related factors in the 

development of organizational commitment”, Administrative Science Quarterly, Vol.17, 

pp.555–573. 

267. Hudson, W. (1993), Intellectual Capital: How to Build it, Enhance it, Use it, John Wiley, 

New York, NY. 

268. Huselid, M. A. (1995), “The impact of human resource management practices on 

turnover, productivity, and corporate financial performance” Academy of management 

journal, Vol.38 No.3, pp. 635-672.  

269. IDS (2007), Performance Management, HR Studies, London: Incomes Data Services. 



155 
 

270. Ilies, R. and  Judge, T. A. (2002), “Understanding the dynamic relationships among 

personality, mood, and job satisfaction: A field experience sampling study”, 

Organizational Behaviour and Human Decision Processes, Vol.89 No.2, pp. 1119-1139. 

271. Ilozor, D. B., Ilozor, B. D. and Carr, J. (2001), “Management communication strategies 

determine job satisfaction in telecommuting” Journal of management development, 

Vol.20 No.6, pp.495-507. 

272. Iverson, R.D. and Buttigieg, D.M. (1999), “Affective, normative, and continuance 

commitment: Can the "right kind" of commitment be managed”, Journal of Management 

Studies, Vol.36, pp. 307-333. 

273. IRS (1999), ‘New ways to perform appraisal’, Employment Trends, No.676, 7–16. 

274. Irvine, D. M. and Evans, M. G. (1995). Job satisfaction and turnover among nurses: 

integrating research findings across studies. Nursing research, Vol. 44 No.4, pp. 246-253. 

275. Itami, H. (1987), Mobilizing  invisible assets, Boston: HBS Press. 

276. Iyigun, M. F. and Owen, A. L. (1997), Risk, Entrepreneurship and Human Capital 

Accumulation (pp. 1-23). Washington, D.C.: Board of Governors of the Federal Reserve 

System. 

277. Jafari Sani, H. (1991), The relationship between the teachers’ attitudes toward the 

curriculum patterns with the performance of the elementary schools students 

(Master’s thesis), Tarbiyat Moa’llem Univeristy. 

278. Jain, R. K., & Dhar, U. (2010), “Intellectual Capital: A Study of Indian Business 

Schools”, Productivity, Vol.51 No.2, pp. 125. 

279.  Jain, R. and Rangnekar, S. (2002), “Intellectual capital and business performance in 

Indian Industries.”, The Transparent Enterprise, The Value of Intangibles, pp.25-26. 

280. Jain, R. K. and Samrat, A. (2015), “A Study of Quality Practices of Manufacturing 

Industries in Gujarat”,  Procedia-Social and Behavioural Sciences, Vol.189, pp.320-334. 

281. Janssen, O. (2001), “Fairness perceptions as a moderator in the curvilinear relationships 

between job demands, and job performance and job satisfaction”, Academy of 

management journal, Vol.44 No.5, pp.1039-1050. 

282.  Jacobs, B. (2007), “Real options and human capital investment”. Labour Economics, 

Vol.14 No.6, pp. 913-925. 



156 
 

283.  Jepsen, C. and  Montgomery, M. (2012), “ Back to school: An application of human 

capital theory for mature workers”. Economics of Education Review, Vol.31, No.1, pp 

168-178. 

284. Jaros, S. J., Jermier, J. M., Koehler, J. W. and Sincich, T. (1993), “Effects of 

continuance, affective, and moral commitment on the withdrawal process: An evaluation 

of eight structural equation models” Academy of management Journal, Vol. 36 No.5, 

pp.951-995. 

285. Joiner, T. A. and Bakalis, S. (2006),”The antecedents of organizational commitment: the 

case of Australian casual academics”, The International Journal of Educational 

Management, Vol.20 No.6, pp. 439-452. 

286. Johnes, G. (1998). “Human capital versus sorting: new data and a new test". Applied 

Economics Letters, Vol. 5, pp. 665-667. 

287. Jones, A. ( 2006),”Clinical supervision: what do we know and what do we need to know? 

A review and commentary”, J. Nurs. Manage, Vol.14, pp. 577–585. 

288. Jones Johnson, G., and Johnson, W.R. (2000), “Perceived over qualification and  

dimensions of job satisfaction: A longitudinal analysis”, Journal of Psychology, Vol.34 

No.5, pp.537-556. 

289. Jones, D. A. and Martens, M. L. (2009), “The mediating role of overall fairness and the 

moderating role of trust certainty in justice-criteria relationships: The formation and use 

of fairness heuristics in the workplace”, Journal of Organizational Behaviour, Vol.30 

No.8, pp.1025–1051. 

290. Joolideh, F., and Yeshodhara, K. (2009), “Organizational commitment among high 

school teachers of India and Iran”, Journal of Educational Administration, Vol. 47 No.1, 

127 - 136. 

291. Jou, R. C., Kuo, C. W. and Tang, M. L. (2013), “A study of job stress and turnover 

tendency among air traffic controllers: The mediating effects of job satisfaction. 

Transportation research part E: logistics and transportation review”, Vol. 57, pp. 95-104. 

292. Judge, T. A. and Bono, J. E. (2001), “Relationship of core self-evaluations traits—self-

esteem, generalized self-efficacy, locus of control, and emotional stability—with job 

satisfaction and job performance: A meta-analysis”, Journal of applied 

Psychology, Vol.86 No.1, pp.151-172. 



157 
 

293. Judge, T. A., and Church, A. H. (2000). Job satisfaction: Research and practice. In C. L. 

Cooper & E. A. Locke (Eds.), Industrial and organizational psychology: Linking theory 

with practice (pp. 166–198). Oxford, UK: Blackwell. 

294. Judge, T.A., Cable, D.M., Boudreau, J.W. and Bretz, R.D. (1995), “An empirica 

investigation of the predictors of executive career success”, Personnel Psychology, Vol. 

48 No. 3, pp. 485-519. 

295. Juhdi, N., Pawan, F. and Hansaram, R. M. K. (2013), “HR practices and turnover 

intention: the mediating roles of organizational commitment and organizational 

engagement in a selected region in Malaysia”,  The International Journal of Human 

Resource Management, Vol. 24 No.15, pp.3002-3019. 

296. Jurgensen, C. E. (1978), “Job preferences (What makes a job good or bad?)”, Journal of 

Applied Psychology, Vol.63, pp. 267–276. 

297. Jaworski, Bernard J. (1988), “Toward a Theory of Marketing Control: Environmental 

Context, Control Types, and Consequences,” Journal of marketing, Vol.52: pp.23-39. 

298. Jaworski, Bernard J. and Ajay K. Kohli. (1993), “Market Orientation: Antecedents and 

Consequences, ”  Journal of Marketing, Vol.57, pp.33-70. 

299. Kacmar, K.M., Carlson, D.S., and Brymer, R.A. (1999), “Antecedents and  consequences 

of organisational commitment: A comparison of two scales”,  Educational & 

Psychological Measurement, Vol.59 No.6, pp. 976-995. 

300. Kaiser, L.C. (2007), “Gender Job Satisfaction Differences Across Europe: An Indicator 

for Labor Market Modernization”, International Journal of Manpower, Vol.28, pp.75-94. 

301.  Kamitis, E. (2006). "Knowledge based Human centred Growth Model for Latvia", 

Journal of Business Economics and Management, Vol. 7, No 3, p. 95-101. 

302. Kanter, R. M. (1968), “Commitment and social organization: A study of commitment 

mechanisms in utopian communities”, American Sociological Review, Vol.33, pp. 499-

517. 

303. Kao, T. and Kantor, R. (2004), “Total rewards: From clarity to action”, World at Work 

Journal, Vol.13 No.4: pp. 32–40. 

304. Karakus, M. and Aslan, B. (2009), “Teachers' commitment focuses: a three-dimensioned 

view”, The Journal of Management Development, Vol.28 No.5, pp.425-438. 

305. Kassahun, T. (2005), “Level of organizational commitment: its correlates and 

predictors”, Indian Journal of Industrial Relations,Vol.41 No.1, pp. 29-63. 



158 
 

306.  Kawaguchi, D. (2003), “ Human capital accumulation of salaried and self-employed 

workers”. Labour Economics, Vol.10 No.1, pp.55-71. 

307. Keller, A. C. and Semmer, N. K. (2013), “Changes in situational and dispositional 

factors as predictors of job satisfaction”, Journal of Vocational Behaviour, Vol. 8 No.1, 

pp. 88-98. 

308. Kemnitz, A., and Wigger, B. U. (2000). “Growth and social security: the role of human 

capital”. European Journal of Political Economy, Vol.16 No.4, pp.673-683. 

309. Kiker, B.F. (1966), “The Historical Roots of the Concept of Human Capital”, The 

Journal of Political Economy, Vol. 74, No. 5, pp. 481-499. 

310. Kim, D., and Lee, C. I. (2007), “On-the-job human capital accumulation in a real 

business cycle model: Implications for inter temporal substitution elasticity and labor 

hoarding”. Review of Economic Dynamics, Vol.10 No.3, pp.494-518. 

311. Kim, S. W., Price, J. L., Mueller, C. W. and  Watson, T. W. (1996), “The determinants of 

career intent among physicians at a U.S. Air Force hospital”,  Human Relations, Vol.49, 

pp. 947-975. 

312. Kirsch, M. H. (2002). Queer theory and social change. Routledge. 

313. Klein, S. M. (1973), “Pay factors as predictors to satisfaction: A comparison of 

reinforcement, equity, and expectancy”, Academy of Management Journal, Vol.16 No.4, 

pp. 598-610. 

314. Knudsen, H. K., Roman, P. M. and Abraham, A. J. (2013), “Quality of clinical 

supervision and counselor emotional exhaustion: the potential mediating roles of 

organizational and occupational commitment”, Journal of substance abuse treatment, 

Vol.44 No.5, pp. 528-533. 

315. Kinicki, A. and Kreitner, R. (2007), Organizational Behavior, McGraw-Hill, New York, 

NY 

316. Kitchen, P.J. and Daly, F. (2002), “Internal communication during change management”, 

Corporate Communications: An International Journal, Vol. 7 No. 1, pp. 46-53. 

317. Koeber, C., and Wright, D. W. (2006),  “Gender differences in the reemployment status 

of displaced workers human capital as signals that mitigate effects of bias”. The Journal 

of Socio-Economics, Vol.35 No.5, pp.780-796. 

318. Kossek, E.E. and V. Nichol. (1992), “The eff ect of on-side child care on employee 

attitude and performance”, Personnel Psychology, Vol.45 No.3 (Autumn): pp. 485–509. 



159 
 

319. Kossek, E. E., Pichler, S., Bodner, T. and Hammer, L. B. (2011), “Workplace social 

support and work–family conflict: A meta-analysis clarifying the influence of general and 

work-family-specific supervisor and organizational support”, Personnel Psychology, Vol. 

64, pp.289–313. 

320. Kram, K. E. and Isabella, L. A. (1985), “Mentoring alternatives: The role of peer 

relationships in career development”, Academy of management Journal, Vol.28 No.1, 

pp.110-132. 

321. Krueger, A., and M. Lindahl (2000), “Education for growth: why and for whom?”  

National Bureau of Economic Research 7591.  

322. Krueger, A. and Schkade, D. (2008), “Sorting in the labor market: Do gregarious 

workers flock to interactive jobs?”,  J. Human Res. Vol.43, pp. 859–883. 

323. Kuhn, K.M. (2009), “Compensation as a signal of organizational culture: the effects of 

advertising individual or collective incentives”, International Journal of Human Resource 

Management, Vol.20, No.7, 1634–48. 

324. Kumar, R. (2014) "Attitude–Value Construct: A Review of Green Buying Behaviour." 

Pacific Business Review International, Vol.6 No.8, pp. 25-30. 

325. Kwan, P. (2011), “ Examining the mediating effect of job satisfaction on the relation 

between responsibilities and career aspiration of vice-principals” International Journal of 

Educational Research, Vol.50 No.5, pp. 349-361. 

326. Kwon, D. B. (2009). Human capital and its measurement. In The 3rd OECD World 

Forum on" Statistics, Knowledge and Policy": Charting Progress, Building Visions, 

Improving Life. 

327. Larkey, L. and Morrill, C. (1995), “organisational commitment as a symbolic process. 

Western Journal of Communication”, Vol.59 No.3, pp.193-214. 

328. Lanzi, D. (2007), “Capabilities, human capital and education”. The Journal of Socio-

Economics, Vol.36 No.3, 424-435.  

329. Lambert, E.G. (2003), “Justice in corrections: an exploratory study of the impact of 

organizational justice on correctional staff”, Journal of Criminal Justice, Vol. 31, pp. 155-

68. 

330. Lambert, E. G., Hogan, N. L. and Barton, S. M. (2001), “The impact of job satisfaction 

on turnover intent: A test of a structural measurement model using a national sample of 

workers”, Social Science Journal, Vol.38 No.2, pp.233–250. 



160 
 

331. Lambert, E.G., Hogan, N.L. and Griffin, M.L. (2007), “The impact of distributive and 

procedural justice on correctional staff job stress, job satisfaction, and organisational 

commitment”, Journal of Criminal Justice, Vol. 35, pp. 644-56. 

332. Larsen, S., Marnburg, E., and Øgaard, T. (2012), “Working onboard–job perception, 

organizational commitment and job satisfaction in the cruise sector “, Tourism 

Management, Vol. 33 No.3, pp. 592-597. 

333. Latham, G. P. (2007). Work motivation: History, theory, research, and practice.  

Thousand Oaks, CA: Sage. 

334. Latham, G. P., Skarlicki, D., Irvine, D. and  Siegel, J. P. (1993). The increasing 

importance of performance appraisals to employee effectiveness in organizational 

settings in North America. In C. L. Cooper & I. Robertson (Eds.). International review of 

industrial and organizational psychology (Vol. 8, pp. 87–132). Chichester, UK: Wiley 

335. Lawler, E. E. (1971), Pay and Organizational Effectiveness: A Psychological View, New 

York: McGraw-Hill. 

336. Lawler, E. E. III (1981), Pay and organizational development, Reading, MA: Addison-

Wesley. 

337. Lawler, E. E., (1994), Motivation in work organisation. Jossey-Bass, New York. 

338. Lee, T., Mitchell, T., Sablynski, C., Burton, J. and Holton, B. (2004), “The effects of job 

embededdness on organizational citizenship, job performance, volitional absences, and 

voluntary turnover”, Academy of Management Journal, Vol. 47 No. 5, pp. 711-22. 

339. Lee, T. W., and Mowday, R. T. (1987), “Voluntarily leaving an organization: An 

empirical investigation of steers and Mowday‘s model of turnover”, Academy of 

Management Journal, Vol. 30 No.4, pp. 721–743. 

340. Le Meunier-FitzHugh, K., Massey, G. R. and  Piercy, N. F. (2011), “The impact of 

aligned rewards and senior manager attitudes on conflict and collaboration between sales 

and marketing”,  Industrial Marketing Management, Vol. 40 No.7, pp.  1161-1171. 

341. Leuven, E., Oosterbeek, H. and Van Ophem, H. (1998), Explaining International 

Differences in Male Qage Inequality by Differences in Demand and Supply of Skills , 

Discussion Paper No. 392, LSE, Centre for Economic Performance, London. 

342. Leventhal, G.S., Karuza, J. and Fry, W.R. (1980), “Beyond fairness: a theory of 

allocation preferences”, in Mikuta, G. (Ed.), Justice and Social Interaction, Vol. 8, 

Springer, New York, NY, pp. 167-218. 



161 
 

343. Locke, E.A.,( 1976), The nature and cause of job satisfaction, Handbook of Industrial 

and Organizational Psychology, Rand-McNally, Chicago, IL, , pp. 1308-9. 

344. Lochner, L. and E. Moretti (2004), “The effect of education on criminal activity:  

evidence from prison inmates, arrests and self-reports”, American Economic Review 

Vol.94 No.1, pp.155-189. 

345. Lepak, D. P., & Snell, S. A. (1999), “The human resource architecture: Toward a theory 

of human capital allocation and development”, Academy of management review, Vol.24 

No.1, pp. 31-48. 

346. Lepak, D.P. and Snell, S.A. (2002), “Examining the Human Resource Architecture: The 

Relationships among Human Capital, Employment, and Human Resource 

Configurations”, Journal of Management, Vol. 28 No. 4, pp. 517-543. 

347. Lewis, L. and Seibold, D. (1998), Reconceptualizing organizational change 

implementation as a communication problem: a review of literature and research agenda, 

in Roloff, M.E. (Ed.), Communication Yearbook, Vol. 21, Sage, Thousand Oaks, CA, pp. 

93-151. 

348. Lim, V.K.G., Teo, T.S.H. and Thayer, J. (1998), “Effects of individual characteristics on 

police officers’ work-related attitudes”, Journal of  Managerial Psychology, Vol.13 No.5, 

pp. 334-343 

349. Lindgren, B., Brulin, C., Holmlund, K. and  Athlin, E. (2005), “ Nursing students’ 

perception of group supervision during clinical training”, J. Clin. Nurs. Vol. 14, pp. 822–

829. 

350. Liu, Z.(2008): “Human capital externalities and rural-urban migration: Evidence from 

rural China,” China Economic Review, Vol.19 No.3, pp.521–535. 

351. Locke, E. A. (1976), The nature and causes of job satisfaction. In M, D. Dunnette (Ed.), 

Handbook of industrial and organizational psychology. Chicago: Rand McNally. 

352. Lok, P. and Crawford, IJ. (1999), “The relationship between commitment and 

organizational culture, subculture leadership style and job satisfaction in organization 

change and development”, Leadership & Organization Development Journal, Vol.21 

No.7, pp.365-374. 

353. Lok, P. and  Crawford, J. (2001), “Antecedents of organizational commitment and the 

mediating role of job satisfaction”, Journal of Managerial Psychology,  Vol. 16 No.8, pp. 

594-613. 



162 
 

354. Long, A. (2005), “Happily Ever After? A Study of Job Satisfaction in Australia”, The 

Economic Record, Vol.81, pp. 303-321. 

355. Lopez-Bazo, E., and Moreno, R. (2008), “Does human capital stimulate investment in 

physical capital?: Evidence from a cost system framework”. Economic Modeling, Vol.25 

No.6, pp.1295-1305. 

356. Lord, R.L. and Farrington, P.A. (2006), “Age-related differences in the motivation of 

knowledge workers”, Engineering Management Journal, Vol. 18 No. 3, pp. 20-36. 

357. Loscocco, K.A. (1990), “Reactions to blue-collar work: A comparison of women and 

men ”, Work & Occupations, Vol.17 No.2, pp.152-178. 

358. Lovaglio, P. G. (2008). Process of accumulation of Italian human capital. Structural 

Change and Economic Dynamics, Vol.19 No.4, pp. 342-356. 

359. Luchak, A. A. and Gellatly, I. R. (2007), “A comparison of linear and nonlinear relations 

between organizational commitment and work outcomes”, Journal of Applied 

Psychology, Vo.92 No.3, pp.786-793. 

360. Lucich, M. (1997). A comparison of the labour supply decision and wages of migrant 

and Australian born married women. Hobart: Conference of Economist. 

361. Lu, H., Barriball, K. L., Zhang, X. and While, A. E. (2012), “Job satisfaction among 

hospital nurses revisited: a systematic review” International Journal of Nursing 

Studies, Vol.49 No. 8, pp. 1017-1038. 

362. Luthans, F., Baack, D. and Taylor, L. (1987), “organisational commitment:  Analysis of 

antecedents”, Human Relations, Vol.40 No.4, pp.  219-236. 

363. Luthans, F. (1992), organisational Behaviour.(6th ed.), McGraw-Hill, New York:. 

364. Luthans, F. (2005), Organizational Behaviour, (10th ed). McGraw-Hill, Boston: Irwin. 

365. Lyles, M. and Schwenk, C. (1992), ``Top management, strategy, and organizational 

knowledge structures’’, Journal of Management Studies, Vol. 29 No. 2, pp. 155-74. 

366. Ma, X. and  Macmillan, R.B. (1999), “Influences of workplace conditions on  teachers’ 

job satisfaction”, Journal of Educational Research, Vol.93 No.1, pp. 39-48. 

367. Mack, P. A. (2000). Perspectives of principals on job satisfaction. Unpublished doctoral 

dissertation, Georgia State University, Atlanta. 

368. Magoshi, E. and Chang, E. (2008), Diversity management and the effects on 

employees’ organizational commitment: Evidence from Japan and Korea, Elsevier Inc. 



163 
 

369. Mahdavi, I., Fazlollahtabar, H., Mahdavi-Amiri, N., Arabmaghsudi, M. and Yahyanejad, 

M. H. (2014), “A Virtual Intelligent Creativity Matrix for Employees Clustered 

Interactivity Network with Knowledge Development Program”, International Journal of 

Knowledge-Based Organizations (IJKBO), Vol.4 No.1, pp. 65-79. 

370. Majchrzak, A.(1988) The human side of factory automation, San Francisco: Jossey-Bass. 

371. Manasa, K. and Reddy, N. (2009), “Role of Training in Improving Performance”, The 

IUP Journal of Soft Skills, Vol.3, pp.72-80. 

372. Manolova, T.S., Carter, N.M., Manev, I.M. and Gyoshev, B.S. (2007), “The differential 

effect of men and women entrepreneurs’ human capital and networking on growth 

expectancies in Bulgaria”, Entrepreneurship Theory and Practice, Vol. 31 No. 3, pp. 407-

26. 

373. March, J. G. and Simon, H. A. (1958), Organizations, New York: Wiley. 

374. Markham, W.T., Harlan, S.L. and Hackett, E.J. (1987), Promotion opportunity in 

organizations: Causes and consequences. Pp. 223-287 in K.M. Rowland & G.R. Ferris 

(Eds.), Research inter personnel and human resources. Vol. 5. Greenwich, CT: JAI.  

375. Marr, B. (2008), Intangible Asset Measurement. Accountants Today. Kuala Lumpur, 

Malaysia. 

376. Marr, В. and  Chatzkel, J. (2004). "Intellectual Capital at die Crossroads: Managing, 

Measuring, and Reporting of 1С", Journal of Intellectual Capital, Vol. 5, No 2, pp. 224-

229. 

377. Masterson, S. S., Lewis, K., Goldman, B. and Taylor, S. M. (2000), “Integrating justice 

and social exchange: The differing effects of fair procedures and treatment on work 

relationships”, Academy of Management Journal, Vol. 43 No.4, pp.738–748. 

378. Martin, J. K. and Shehan, C. L. (1989), “Education and job satisfaction”, Work and 

Occupations, Vol.16 No.2, pp. 184–199. 

379. Mathieu, J. E. (1988), “A causal model of organizational commitment in a military 

training environment”, Journal of Vocational Behaviour, Vol. 32 No. 3, pp. 321-335. 

380. Mathieu, J. E. (1991), “A cross level non recursive model of the antecedents of 

organizational commitment and satisfaction”, Journal of Applied Psychology, Vol.76, 

pp.607-618. 



164 
 

381. Mathieu, J. E. and Zajac, D. M. (1990), “A review and meta-analysis of the antecedents, 

correlates, and consequences of organizational commitment”, Psychological Bulletin, Vol 

108, pp.171-194. 

382. Mayer, R. C. and Schoorman, F. D. (1992), “ Predicting participation and production 

outcomes through a two-dimensional model of organizational commitment”, Academy of 

Management journal, Vol.35 No.3, pp. 671-684. 

383. Mayer, R. C., and Schoorman, F. D. (1998), “Differentiating antecedents of 

organizational commitment: a test of March and Simon’s model”, Journal of 

Organizational BEHAVIOUR, Vol.19, pp.15-28. 

384. Meyer, J. P. and Allen, N. J. (1997), Commitment in the workplace: Theory, 

research, and application, Thousand Oaks, Canada: Sage Publications. 

385. Mayo, A. (1991) Managing Careers in Organizations, London: Institute of Personnel 

Management. 

386. Maxwell, G. and Steele, G. (2003), “organisational commitment: a study of managers in 

hotel”,  International Journal of Contemporary Hospitality Management, 15(7), 362-369. 

387. McDaniel, M. A., Schmidt, F. A. and Hunter, J. E. (1988), “Job experience correlates of 

job performance”, Journal of Applied Psychology, Vol.73, pp.327–330. 

388. McGee, G.W. and Ford, R.C. (1987), “Two (or more?) dimensions of organizational 

commitment: Re examination of the affective and continuance commitment scales”,  

Journal of Applied Psychology, Vol.72, pp. 638-642. 

389. McGoldrick, A. (1996), “Managers response to older workers: can we really break the 

barriers?”, paper presented at the Seminar on Employers and Older Workers, Policy 

Studies Institute,11 October. 

390. Mead, G., Campbell, J., Milan, M., (1999),"Mentor and Athene: supervising professional  

coaches andmentors", Career Development International, Vol. 4 No. 5 pp. 283 - 290 

391. Melcher, A.H. (1976), Structure and Process of Organizations: Systems, Approach. 

Prentice Hall, New Jersey. 

392. McAuliffe, E., Manafa, O., Maseko, F., Bowie, C. and White, E. (2009), “Understanding 

job satisfaction amongst mid level caders in Malawi: the contribution of organisational 

justice”, Reproductive Health Matters, Vol. 17 No. 33, pp. 80-90. 



165 
 

393. McDonald, D. J. and Makin, P. J. (2000), “The psychological contract, organisational 

commitment and job satisfaction of temporary staff”, Leadership & Organization 

Development Journal, Vol.21 No.2, pp. 84-91. 

394. McLaughlin, M. E., Bell, M. P. and Stringer, D. Y. (2004), “Stigma and acceptance of 

coworkers with disabilities: Understudied aspects of workforce diversity”, Group & 

Organization Management, Vol. 29 No.3, pp. 302–333. 

395. McKnight D.H., Phillips B. and Hardgrave B.C. (2009), “Which reduces IT turnover 

intention the most: workplace characteristics or job characteristics”, Information and 

Management Vol.46 No.2, pp. 167–174. 

396. Merton, R.K.( 1957),  Social Theory and Social Structure, The Free Press, New York 

397. Meyer, J. P. and Allen, N. J. (1984), “Testing the “side-bet theory” of organizational 

commitment: Some methodological considerations”, Journal of Applied Psychology, 

Vol.69, pp. 372–378. 

398. Meyer, J. and  Allen, N. (1991) “A three component conceptualization of organizational 

commitment”, Human Resource Management Review, Vol.1, pp.61-89. 

399. Meyer, J. P., and Allen, N. J. (1997). Commitment in the workplace: Theory, research, 

and application. Thousand Oaks, CA: Sage. 

400. Meyer, J. P. and   Herscovitch, L. (2001), “Commitment in the workplace: Toward a 

general model”, Human Resource Management Review, Vol.11, pp.299–326. 

401.  Meyer, J. P., Stanley, D. J., Jackson, T. A., McInnis, K. J., Maltin, E. R., and  Sheppard, 

L. (2012), “ Affective, normative, and continuance commitment levels across cultures: A 

meta-analysis”, Journal of Vocational Behaviour, 80(2), 225-245. 

402. Michaels, C. E.  and Spector, P. E. (1982), “Causes of employee turnover: A test of the 

Mobley, Griffeth, Hand, and Meglino model”, Journal of Applied Psychology, Vol.67 

No.1, pp.53–59. 

403. Miller, H. A., Mire, S. and  Kim, B. (2009), “Predictors of job satisfaction among police 

officers: Does personality matter?”,  Journal of Criminal Justice, Vol. 37No.5,  pp. 419-

426. 

404. Mobley, W.H. (1982), Employee turnover: Causes, consequences, and control. Reading, 

MA: Addison- Wesley. 



166 
 

405. Mohr, D. C., Young, G. J., Meterko, M., Stolzmann, K. L. and White, B. (2011), “Job 

satisfaction of primary care team members and quality of care”, American Journal of 

Medical Quality, Vol. 26 No.1, pp. 18–25. 

406. Mohr, J. and Nevin, J.R. (1990), “Communication strategies in marketing channels: a 

theoretical perspective”, Journal of Marketing, Vol. 54 No. 4, pp. 36-51. 

407. Moon, J. (1999), Reflection in Learning and Professional Development. Kogan Page, 

London.  

408. Moorman, R. H., Niehoff, B. P. and Organ, D. W. (1993), “Treating employees fairly 

and organization citizenship Behaviour: Sorting the effects of job satisfaction, 

organizational commitment, and procedural justice”, Employee Responsibilities and 

Rights Journal, Vol.6, pp.209–225. 

409. Moore, P. (1991), “Comparison of state and local employee benefits and private 

employee benefits”, Public Personnel Management, Vol. 20 No.4, pp.  429–440. 

410. Mora, T. and  Ferreri-i-Carbonell. A. (2009), “The Job Satisfaction Gender Gap Among 

Young Recent University Graduates: Evidence from Catalonia”, The Journal of Socio-

Economics, Vol. 38 No.4, pp. 581-589. 

411. Morrow, P. C. (1993). The theory and measurement of work commitment. In S. B. 

Bacharach (Ed.), Monographs in organizational Behaviour and industrial relations (Vol. 

15). Greenwich, CT: JAI Press. 

412. Moretti, E. (2003), “Estimating the social return to higher education: evidence from 

longitudinal and cross-section data”, Journal of Econometrics. Vol.12, pp.221-45 

413. Moretti, E. (2004), “Workers’ education, spillovers and productivity: evidence from 

plant-level production functions”, American Economic Review 94(3).  

414. Mossholder, K., Settoon, R. and  Henagan, S. (2005), “ A relational perspective on 

turnover: Examining structural, attitudinal, and Behavioural predictors”, Academy  

Management Journal. Vol.48, pp. 607–618. 

415. Mottaz, C. J. (1986), “An analysis of the relationship between education and 

organizational commitment in a variety of occupational groups”, Journal of Vocational 

Behaviour, Vol.28, p p . 214-228. 

416. Mount, M., Ilies, R. and Johnson, E. (2006), “Relationship of personality traits and 

counterproductive work Behaviours: The mediating effects of job satisfaction”, Personnel 

Psychology, Vol. 59 No.3, pp.591-622. 



167 
 

417. Mount, M. K. (1984), “Managerial career stage and facets of job satisfaction”, Journal of 

Vocational Behaviour, Vol. 24, pp.348-354. 

418. Mowday, R., Steers, R.M, and Porter, L.W (1979), “The measurement of organizational 

commitment”, Journal of Vocational Behaviour, Vol.14, pp. 224-247. 

419. Mowday, R. T., Steers, R. M. and Porter, L.W. (1982), Employee organization linkages: 

The psychology of commitment, absenteeism, and turnover, New York: Academic Press. 

420. Muchinsky, P. M. (2012). Psychology Applied to Work (10th ed.). Summerfield, NC: 

Hypergraphic Press. 

421. Muchinsky, P. M. (1977), “Organizational communication: Relationships to 

organizational climate and job satisfaction”, Academy of Management Journal, Vol. 20 

No. 4, pp. 592-607. 

422. Muchinsky, P.M. and  Tuttle, M.L. (1979). “Employee turnover: An empirical and 

methodological assessment”, Journal of Vocational Behaviour, Vol. 17, pp. 263-290. 

423. Münich, D., Svejnar, J., and Terrell, K. (2005). “Is women's human capital valued more 

by markets than by planners?”. Journal of Comparative Economics, Vol.33 No.2, 278-

299. 

424. Muravyev, A. (2008): “Human capital externalities: Evidence from the transition 

economy of Russia,”, Economics of Transition, Vol.16 No.3, pp.415–443. 

425. Murthy, V. and Abeysekera, I. (2007), “Human capital value creation practices of 

software and service exporter firms in India”. Journal of Human Resource Costing & 

Accounting, Vol.11 No.2, pp. 84-103. 

426. Nel, P.S., Van Dyk, P.S., Haasbroek, H.D., Schultz, H.B., Sono, T., and Werner, A. 

(2004), Human resources management (6th ed.).  Oxford University Press, Cape Town. 

427. Nelson, R. and Winter, S. (1982), An Evolutionary Theory of Economic Change, Belknap 

Press,Cambridge, MA. 

428. Ng, H. Y. and Tsang A. W .N. (1998), “Employment practices and organiationa1 

commitment: differential aspects for men and women?”, International Journal of 

Organization  Analysis, Vol.6 No.3, pp.251-267. 

429. Ng, T. W. and Feldman, D. C. (2010), “Human capital and objective indicators of career 

success: The mediating effects of cognitive ability and conscientiousness”. Journal of 

Occupational and Organizational Psychology, Vol.83 No.1, pp.207-235. 



168 
 

430. Ng, T.W., Eby, L.T., Sorensen, K.L. and Feldman, D.C. (2005), “Predictors of objective 

and subjective career success: a meta-analysis”, Personnel Psychology, Vol. 58, pp. 367-

408. 

431. Ng, T. W., and Feldman, D. C. (2011). Affective organizational commitment and 

citizenship Behaviour: Linear and non-linear moderating effects of organizational tenure. 

Journal of Vocational Behaviour, 79(2), 528-537. 

432. Nielsen, I., Jex, S. and Adams, G. (2000) Development and validation of scores on a 

two-dimensional workplace friendship scale. Educ. Psychol. Meas.  Vol.60, pp. 628–643. 

433. Noe, R., Hollenbech, J., Gerhart, B., and  Wright, P. (2000). Human Resource 

Management: gaining a competitive advantage, 3rd ed. New York: McGraw-Hill Higher 

Education. 

434. Noel, M. W., Hammel, R. J. and Bootman, J. L. (1982), “Job satisfaction among hospital 

pharmacy personnel”, American Journal of Health-System Pharmacy, Vol.39 No.4, 

pp.600–606. 

435. Nonaka, I., and Takeuchi, H. (1995), The knowledge-creating company: How Japanese 

companies create the dynamics of innovation. New York: Oxford University Press. 

436. Norris-Watts, C., and Levy, P. E. (2004). The mediating role of affective commitment in 

the relation of the feedback environment to work outcomes. Journal of Vocational 

Behaviour, 65(3), 351-365. 

437. Neuman, W. L. (2006). Social research methods: Qualitative and quantitative 

approaches (6th ed.). Boston: Pearson. 

438. Nutt, P.C. (1999), “Surprising but true: half the decisions in organisations fail”, 

Academy of Management Executive, Vol. 13 No. 4, pp. 75-90. 

439. O’Brien, E. (2003), “Employer’s benefits from workers’ health insurance”, The Milbank 

Quarterly, Vol. 81 No.1, pp. 5–43. 

440. Ojha S.K. (2013). IT Based HRIS Practices in Nepal. In Khadka, C.B, Whang, J.H., & 

Rangnekar, S. (Eds.), IT Applications & Management: Proceedings of the 10th 

International Conference, Nepal 11-15 July 2013 (pp. 13-21). Organization of Pokhara 

University Educational Institutions (OPEN), Hanyang University, Korea (KDBS).  

441. Ojha S.K. (2014a). Employee frustrations: Cause and impact in the organizations. In 

Barua, M.K, & Rahman, Z. (Eds.), Research and Sustainable Business: Proceedings of 



169 
 

1st international conference, India 8-9 March 2014 (pp. 507-512). Department of 

Management Studies, Indian Institute of Technology, Roorkee, India.  

442. Ojha S.K. (2014b). Productivity: Life blood of the organizations and a real challenge in 

developing countries. In Cho, N. (Eds.), IT Applications & Management and Culture and 

Humanities in the Digital Future: Proceedings of the 12th International Conference, 

Kenya 8-9 July 2014 (pp. 145-152). Kenyatta University.  

443. Oketch, M. O. (2006). “Determinants of human capital formation and economic growth 

of African countries”. Economics of Education Review, Vol.25 No.5, pp.554-564. 

444. Ok, W. and Tergeist, P. (2003). Improving workers skills: Analytical evidence and the 

role of social partners (OECD Social, Employment and Migration Working Papers, No. 

10). 

445. Olga Verkhohlyad Gary N. McLean, (2012),"Applying organizational commitment and 

human capital theories to emigration research", European Journal of Training and 

Development, Vol. 36 No. 2,  pp. 308 – 328. 

446. O'Reilly, C. A., and Chatman, J. (1986), “Organizational commitment and psychological 

attachment: The effects of compliance, identification, and internalization on pro social 

Behaviour”, Journal of applied psychology, Vol. 71 No.3, pp. 492. 

447. Olson, C.A. and Becker, B. E. (1983), “Sex discrimination in the promotion process”, 

Industrial and Labor Relations Review, Vol. 36 No. 4, pp. 624-641.  

448. Opsahl, R. L.  and Dunnette, M. D. (1966), ‘The role of financial compensation in 

industrial motivation”, Psychological Bulletin, Vol.66, pp.94-l 18. 

449. Oshagbemi, T. (1997), “The Influence of Rank on the Job Satisfaction of Organizational 

Members”, Journal of Managerial Psychology, Vol. 12, pp. 511-519. 

450. Oshagbemi, T. (2001), “Gender Differences in the Job Satisfaction of University 

Teachers”, Women in Management Review, Vol.15, pp. 343-331. 

451. Panaccio, A., and Vandenberghe, C. (2012), “ Five-factor model of personality and 

organizational commitment: The mediating role of positive and negative affective states”, 

Journal of vocational Behaviour, Vol.80 No.3, pp.647-658. 

452. Paré, G. and Tremblay, M. (2007), “The influence of high-involvement human resources 

practices, procedural justice, organizational commitment, and citizenship Behaviours on 

information technology professionals turnover intentions”, Group & Organization 

Management, Vol.32 No.3, pp.326-357. 



170 
 

453. Park, K. (2013), “Exploring the Difference in Acceptance of Smart Work among Levels 

of Leadership Styles”, Journal of Information Technology Application and Management, 

Vol. 20 No.4. 

454. Park, K. and Kim, Y. (2013),  “Also differences in the acceptance of the smart work of 

leadership within individual organizations by type cast”,  Digital convergence research, 

Vol.11  No.11, pp.197-207.  

455. Park, K., Park, S. and Rangnekar, S. (2012), “Finding the Causal Relationship between 

Self-Leadership Strategies, Academic Performance and Class Attendance Attitudes”, 

Journal of Information Technology Applications & Management, Vol. 19 No.1, pp. 47-59. 

456. Pascale, R. (1985), “The paradox of "corporate culture, Reconciling ourselves to 

socialization”,  California Management Review, Vol. 27 No.2, pp. 26-41. 

457. Patterson, G. R., Hops, H., and Weiss, R. L. (1975), “Interpersonal skills training for 

couples in early stages of conflict”, Journal of Marriage and the Family, pp. 295-303. 

458. Patwardhan, M. and Alumnus, K.B. (2014), Impact of Strategic Human Resource 

Development Practices on Human Resource Development Outcome, In Barua, M.K, & 

Rahman, Z. (Eds.), Research and Sustainable Business: Proceedings of 1st international 

conference, India 8-9 March 2014 (pp. 431-437). Department of Management Studies, 

Indian Institute of Technology, Roorkee, India.  

459. Payne, S. and Huffman, A. (2005), “A longitudinal examination of the influence of 

mentoring on organizational commitment and turnover”, Academy of Management 

Journal, Vol. 48 No. 1, pp. 158-68. 

460. Pearce, J.L., Branyiczki, I. and Bakacsi, G. (1994), “Person-based reward systems: a 

theory of organizational rewards practices in reform-communist organizations'', Journal 

of Organizational Behaviour, Vol. 15, pp. 261-82. 

461. Pedler, M., Burgoyne, J.G. and Boydell, T. (1996), The Learning Company, McGraw-

Hill, Maidenhead. 

462. Penley, L. E. and Gould, S. (1988), “Etzioni's model of organizational involvement: A 

perspective for understanding commitment to organizations”, Journal of Organizational 

Behaviour, Vol.9 No.1, pp. 43-59. 

463. Pergamit, M. R. and Veum, J. R. (1999), “What is a promotion?” Industrial and Labor 

Relations Review, Vol. 52 No. 4, pp. 581-601. 



171 
 

464. Pertoft, M. and Larsen, B. (2003), Group supervision with professionals I manniskova 

3rd, second ed. Liber, Stockholm 

465. Peterson, N. and Custer, L. (1994), “Personality styles, job satisfaction and retention of 

teachersof vocational subjects”, Journal of Technology Studies, Vol. 20, pp. 21-28. 

466. Pettite, J. D., Goris, J.R., and Vaught, B.C. (1997), “An examination of organizational 

Communication as a moderator of the relationship between job performance and job 

satisfaction”, The Journal of Business Communication, Vol. 34 No.1, pp. 81-98. 

467. Pincus, D. (1986), ‘Communication satisfaction, job satisfaction, and job performance”, 

Human Communication Research, Vol.12, pp. 395-419. 

468. Podsakoff, P. M., Bommer, W. H., Podsakoff, N. P. and MacKenzie, S. B. (2006), 

“Relationships between leader reward and punishment Behaviour and subordinate 

attitudes, perceptions, and Behaviours: A meta-analytic review of existing and new 

research”, Organizational Behaviour and Human Decision Processes, Vol. 99 No. 2, pp. 

113-142. 

469. Podsakoff, P. M., MacKenzie, S. B., Paine, J. B. and Bacharach, D. G. (2000), 

“Organizational citizenship Behaviours: A critical review of the theoretical and empirical 

literature and suggestions for future research”, Journal of Management, Vol.26, pp.516–

563. 

470. Pool, S. W. (1997), “The relationship of job satisfaction with substitutes of leadership, 

leadership Behaviour, and work motivation”, The Journal of Psychology,  Vol. 131 No.3, 

pp. 271-283. 

471. Porfeli, E. J. and Mortimer, J. T. (2010), “Intrinsic work value–reward dissonance and 

work satisfaction during young adulthood”, Journal of vocational Behaviour, Vol. 76 

No.3, pp. 507-519. 

472. Porter, L. W. and Steers, R. M. (1973), “Organizational, work, and personal factors in 

employee turnover and absenteeism”, Psychological Bulletin, Vol.80 No.2, pp. 151–176. 

473. Prelip, M. (2001), “Job satisfaction in health education and the value of added 

credentialing”, American Journal of Health Education, Vol.32, pp. 26-30. 

474. Pradhan, B.K (2002) “Role of Education in Wage Inequality Change  in India: 1988-97”, 

National  Council of Applied Economic Research, New Delhi.  



172 
 

475. Prskawetz, A. and Veliov, V. M. (2007), “Age-specific dynamic labor demand and 

human capital investment”. Journal of Economic Dynamics and Control, Vol.31 No.12, 

pp.3741-3777. 

476. Purang, P. (2008), “Dimensions of HRD Climate Enhancing organisational Commitment 

in Indian Organisations”, Indian Journal of Industrial Relations, Vol.48, pp. 528-546. 

477. Putti, J. M., Aryee, S. and Liang, T. K. (1989), “Work values and organizational 

commitment: a study in the Asian context”, Human Relations, Vol.42 No.3, pp. 275-

288.  

478. Quinn, J. B. (1992), intelligent enterprise, New York: Free Press. 

479. Quinones, M. A., Ford, J. K. and Teachout, M. S. (1995), “The relationship between 

work experience and job performance: A conceptual and meta-analytic review”, 

Personnel Psychology, Vol.48, pp.887–910. 

480. Quirke,J. B. (1995), Communicating Change, McGraw-Hill, New York, NY. 

481. Rai, S. and Sinha, A.K.(2002), “ Job Delight: Beyond Job Satisfaction”, Indian Journal 

of Industrial Relations, Vol. 37, No. 4, pp. 554-571. 

482. Rao, V.S.P. (2006), Human Resource Management: Text and Cases, Excel Books, New 

Delhi 

483. Reddick, C.G. and J. Coggburn. (2007), “State government employee health benefits in 

the United States”, Review of Public Personnel Administration, Vol. 27 No.1, pp. 5–20. 

484. Rego, A., Ribeiro, N., e Cunha, M. P., and Jesuino, J. C. (2011). How happiness 

mediates the organizational virtuousness and affective commitment relationship. Journal 

of Business Research, 64(5), 524-532. 

485. Revicki, D. A., Whitley, T.W. and Gallery,M. E. (1993), “Organizational characteristics, 

perceived work stress, and depression in emergency medicine residents”, Behavioural 

Medicine, Vol.19, pp. 74–81. 

486. Rhoades, L., Eisenberger, R., and Armeli, S. (2001), “Affective commitment to the 

organization: the contribution of perceived organizational support”, Journal of applied 

psychology, 86(5), 825. 

487. Riketta, M. (2002), “Attitudinal organizational commitment and job performance. A 

meta-analysis”, Journal of Organizational Behaviour, Vol.23, pp.257-266. 



173 
 

488. Ring, P.S. and Van De Ven, A.H. (1994), “Developmental processes of cooperative inter 

organizational relationships”, Academy of Management Review, Vol. 19 No. 1, pp. 90-

118. 

489. Riordan, C. M., and Griffeth, R. W. (1995), “The opportunity for friendship in the 

workplace: an underexplored construct”, Journal of Business and Psychology, Vol. 10, 

pp. 141–154. 

490. Rittershaus, G.J. (1994), ``How to be successful telecommuter: a practitioners 

viewpoint'', Telecommutions (American Edition), Vol. 28 No. 10, pp. 72-3. 

491. Roberts, G.E., J.A. Gianakis, C. McCue, and X. Wang. (2004), “Traditional and family 

friendly benefits practices in local governments: Results from a national survey”, Public 

Personnel Management Vol.33 No.3: pp.291–306. 

492. Robbins, S.P. (2001), organisational Behaviour.(9th ed.), New Jersey: Prentice Hall. 

493. Rocha, C. and Turner.A (2008), “Organizational effectiveness of athletic departments 

and coaches’ extra- role Behaviours”, Journal of Issues in Intercollegiate Athletics, 

Vol.1, pp.124-144. 

494. Roos, G., Pike, S. and Fernström, L. (2005), Managing Intellectual Capital in Practice, 

Oxford: Butterworth-Heinemann. 

495. Roos, J., Roos, G., Edvinsson, L. and Dragonetti, N.C. (1997). "Intellectual Capital - 

Navigating in the new business landscape", Macmillan Press Ltd., London. 

496. Ross, R. and Saunders, P. (1993), “The labour supply Behaviour of sole mothers and 

married in Australia: Evidence from the 1986 income distribution survey”, Australian 

Economic Papers, Vol.32, pp.116–133. 

497. Saal, F.E., and  Knight, P.A. (1988), Industrial/ORGANISATIONAL Psychology: Science 

& Practice. Belmont: Wadsworth. 

498. Saki, R. (1993), “The teachers’ attitudes on the causes of the students’ educational 

failure and success and its relationship with the teachers’ success in teaching”, 

Quarterly of Education, Vol. 10 No.3, pp.129-140. 

499. Saki, R. (2007), “The factors effective on the students’ progress in high schools of 

Tehran” Quarterly of Education, Vol.26 No.1, pp. 61-63. 

500. Saki, R. (2009). Leadership in learning-oriented schools (towards a better school). 

Tehran: Department of Education. 



174 
 

501. Salancik, G.R. (1977). Commitment and the control of organizational Behaviour and 

belief, In B.B. Staw and G.R. Salancik (eds.), New directions in organizational 

Behaviour. Chicago, IL: St. Clair Press. 

502. Salkind, N. J. (2003). Exploring research (5th ed.). Upper Saddle River, NJ: Prentice 

Hall. 

503. Sanz de Galdeano, A. (2002). Gender Differences in Job Satisfaction and Labour Market 

Participation:UK Evidence from Propensity Score Estimates. Mimeo; European 

University Institute, Florence. 

504. Sassenberg, K., Kessler, T. and Mummendey, A. (2003), “Less negative = more 

positive?Social discrimination as avoidance or approach”, Journal of Experimental Social 

Psychology, Vol.39,  pp. 48–58. 

505. Scandura, T. A. and Lankau, M. J. (1997), “The relationships between gender, family 

responsibility and flexible work hours with organizational commitment and job 

satisfaction”, Journal of Organizational Behaviour, Vol.18, pp.377-391. 

506. Schlett, C. and Ziegler, R. (2014), “Job emotions and job cognitions as determinants of 

job satisfaction: The moderating role of individual differences in need for affect”, 

 Journal of Vocational Behaviour, Vol.84 No.1, pp.74-89 

507. Scholl, R. W. (1981), “Differentiating Commitment from Expectancy as a Motivating 

Force.” Academy of Management Review, Vol.6, pp. 589-599. 

508. Schroder, R. (2008), “Job satisfaction of employees at a christian university”, Journal of 

Research on Christian Education, Vol.17, pp.225-246. 

509. Schultz, T. W. (1980), “Investment in Entrepreneurial Ability”, The Scandinavian 

Journal of Economics, Vol.82 No.4, pp.437-448. 

510. Schultz, T. P. (2003). Human capital, schooling and health. Economics & Human 

Biology, Vol.1 No.2, pp. 207-221. 

511. Schwepker Jr, C. H. (2001), “Ethical climate's relationship to job satisfaction, 

organizational commitment, and turnover intention in the sales force”, Journal of Business 

Research, Vol. 54 No.1, pp. 39-52. 

512. Scott, E.S. and Smith, S.D. (2008), “Group mentoring: a transition-to work strategy”, J. 

Nurses Staff Develop, Vol. 5, pp. 232–238. 

513. Seibert, S. E. and Kraimer, M. L. (2001), “The five-factor model of personality and 

career success”, Journal of Vocational Behaviour, Vol.58, pp.1–21. 



175 
 

514. Sekaran,U . (2000), Research methods for business: A skill building approach.3rd ed, 

New York: John Wiley & Sons, Inc. 

515. Sekhar, C., Patwardhan, M. and  Singh, R. K. (2013), “A literature review on 

motivation”, Global Business Perspectives, Vol.1 No.4, pp. 471-487 

516. Settoon, R. P., Bennett, N. and  Liden, R. (1996), “Social exchange in organizations: 

Perceived organizational support, leader-member exchange, and employee reciprocity”,  

Journal of Applied Psychology, Vol. 81, pp. 219-227. 

517. Sexton, D.L. and Bowman-Upton, N. (1990), “Female and male entrepreneurs: 

psychological characteristics and their role in gender-related discrimination”, Journal of 

Business Venturing, Vol. 5 No. 1, pp. 29-36. 

518. Shah, J. Y., Brazy, P. C. and Higgins, E. T. (2004), “Promoting us or preventing them: 

Regulatory focus and manifestations of intergroup bias”, Personality and Social 

Psychology Bulletin, Vol. 30, pp. 433–446. 

519. Shajahan, S. and Shajahan, L. (2004), organisational Behaviour, New age publishing, 

New Delhi. 

520. Shri Prakash and S. Choudhary (1994), “Expenditure on Education: Theory, Models and 

Growth”,New Delhi, National Institute of Educational Planning and Administration.  

521. Sharma, B. R., and Joshi, R. J. (2001), “Determinants of organizational commitment in a 

manufacturing organization in the private sector”, Indian Journal of Industrial Relations, 

Vol. 40,  pp.199-216. 

522. Sharma, N. and Patterson, P.G. (1999), “The impact of communication effectiveness and 

service quality on relationship commitment in consumer professional services”, Journal 

of Services Marketing, Vol. 13 No. 2, pp. 151-70. 

523. Shore, T. H. and Tashchian, A. (2002), “Accountability forces in performance appraisal: 

Effects of self-appraisal information, normative information, and task performance”,  

Journal of Business and Psychology, Vol.17, pp. 261–274. 

524. Shore, T. H. and Tashchian, A. (2007), “Effects of feedback accountability and self-

rating information on employee appraisals: A replication and extension”, Psychological 

Reports, Vol. 100, pp. 1091–1100.  

525. Shulman, K. and Reiser, J. (1996), ``Technology, telecommuting: genesis for change'', 

Managing Office Technology, Vol. 41 No. 12, pp. 32-3. 



176 
 

526. Sias, P.M. (2005), “Workplace relationship quality and employee information 

experiences”, Communication Studies, Vol.56, pp.375-396. 

527. Siders, M. A. and Dharwadkar, G. (2003), “The relationship of internal and external 

commitment to objective job performance measures”, Academy of Management 

Journal, Vol.44, pp.570-579. 

528. Sieger, P., Bernhard, F., and Frey, U. (2011). Affective commitment and job satisfaction 

among non-family employees: Investigating the roles of justice perceptions and 

psychological ownership. Journal of Family Business Strategy, 2(2), 78-89. 

529. Silva, P. (2006), “Effects of disposition on hospitality employee job satisfaction and 

commitment”, International Journal of Contemporary Hospitality Management, Vol.18 

No.4, pp. 317-328. 

530. Simon CJ and Nardinelli C (2002), “Human capital and the rise of American cities, 

1900–1990”,  Reg Sci Urban Econ, Vol.32, pp. 59–96. 

531. Singh, P ., Finn,D . and Goulet,L . (2004), “Gender and job attitudes: a re-examination 

and extension”, Women in Management Review, Vol.9 No.7, pp. 345-355. 

532. Singh, R., Ragins, B.R. and Tharenou, P. (2009), “What matters most? The relative role 

of mentoring and career capital in career success”, Journal of Vocational BEHAVIOUR, 

Vol. 75, pp. 56-67. 

533. Siu, O., Spector, P., Cooper, C. and Donald, I. (2001), “Age differences in coping  and 

locus of control: A study of managerial stress in Hong Kong”,  Psychology  and Aging, 

Vol.16, pp. 707-710. 

534. Skalli, A., Theodossiou, I. and Vasileiou, E. (2008), “Jobs as Lancaster goods: Facets of 

job satisfaction and overall job satisfaction. The Journal of Socio-Economics, Vol.37 

No.5, pp.1906-1920. 

535. Skaggs, B. C., and Youndt, M. (2004). Strategic positioning, human capital, and 

performance in service organizations: A customer interaction approach. Strategic 

Management Journal, Vol.25 No.1, pp. 85-99. 

536. Skirbekk, V. (2005), Why not start younger? Implications of the timing and duration of 

schooling for fertility, human capital, productivity, and public pensions, RR-05-2005, 

IIASA, Laxenburg 



177 
 

537. Skandia (1994). "Visualizing Intellectual Capital in Skandia", Supplement to Skandia's 

1994 Annual Report,Stockholm. 

538. Sloane, P.J. and Williams, H. (2000), “Job Satisfaction, Comparison Earnings and 

Gender”, Labour Satisfaction Journal, Vol.14, pp. 473-502. 

539. Smith, I. (2006), “Continuing professional development and workplace learning – 15”, 

Library Management, Vol. 27 No. 4/5, pp. 300-6. 

540. Smith, P. C., Kendall, L. M., and Hulin, C. L. (1969), The measurement of satisfaction in 

work and retirement. Rand McNally, Chicago. 

541. Smola, K. W. and Sutton, C. D. (2002), “Generational differences: Revisiting 

generational work values for the new millennium” Journal of Organizational Behaviour, 

Vol.23, pp. 363-382. 

542. Snell, S. A. and Dean, J. W. (1992), “Integrated manufacturing and human resource 

management: A human capital perspective”, Academy of Management journal, Vol.35 

No.3, pp. 467-504. 

543. Snow C.C. and Snell S.A. (1993), Staffing as strategy. In Personnel Selection in 

Organizations, ed. N Schmitt, WC Borman, & Associates, pp. 448-78. San Francisco, 

CA: Jossey- Bass 

544. Snow, D. L., Swan, S. C., Raghavan, C., Connell, C. M. and Klein, I. (2003), “The 

relationship of work stressors, coping and social support to psychological symptoms 

among female secretarial employees”, Work & Stress, Vol.17No.3.pp. 241-263. 

545. Sodoma, B. (2006). Job satisfaction of Iowa public school principals (Doctoral 

dissertation, University of Northern Iowa, 2006). Dissertation Abstracts International, 

319, 320 8607. 

546. Sohrabi, K. (2004). The relationship between the organizational commitment of the 

staffs of Iran  Melli  Bank  and  their  personal  characteristics,  professional  

characteristics, structural  characteristics,  and  work  experiences  (Master’s  thesis).  

Islamic  Azad University, Science and Research Branch. 

547. Somers, M. J. (2009), “The combined influence of affective, continuance and normative 

commitment on employee withdrawal”, Journal of Vocational Behaviour, Vol.74 No.1, 

pp. 75-81. 



178 
 

548. Sousa-Poza, A. and Sousa-Poza, A. A. (2000), “Well-being at work: a cross-national 

analysis of the levels and determinants of job satisfaction”, The journal of socio-

economics, Vol. 29 No.6, pp.517-538. 

549. Sousa-Poza, A. and Sousa-Poza, A.A. (2003), “Gender Differences in Job Satisfaction 

Great Britain,1991-2000: Permanent or Transitory?”, Applied Economic Letters, Vol.10, 

pp. 691-694. 

550. Sousa-Poza, A. and Sousa-Poza, A.A. (2007), “The Effect of Job Satisfaction on Labor 

Turnover by Gender: An Analysis for Switzerland”, The Journal of Socio-Economics, 

Vol.36, pp.895-913. 

551. Spector, P.E. (1985), “Measurement of human service staff satisfaction: development of 

the job satisfaction survey”, American Journal of Community Psychology, Vol. 13 No. 6, 

pp. 693-713. 

552. Spector, P. E. (1997), Job satisfaction: Application, assessment, causes, and 

consequences, Thousand Oaks, CA: Sage. 

553. Spitzer, D. and Conway, M. (2002). Link training to your bottom Line. Info-line. ASTD: 

Alexandria, VA. 

554. Spruijt, B. M., van den Bos, R.,  and Pijlman, F. T. (2001), “A concept of welfare based 

on reward evaluating mechanisms in the brain: anticipatory Behaviour as an indicator for 

the state of reward systems”, Applied Animal Behaviour Science, Vol.72 No.2, pp.145-

171. 

555. Staw, B., and Salancik, G. (1977). New directions in organisational Behaviour. Chicago, 

IL: St Clair Press. 

556. Stebbins, R. A. 1970. “On Misunderstanding the Concept of Commitment: A Theoretical 

Clarification.” Social Forces, Vol48, pp. 526-529. 

557. Steers, R.M. (1977), “Antecedents and outcomes of organizational commitment”, 

Administrative Science Quarterly, Vol.22,pp. 46-56. 

558. Steers, R.M. and Mowday, R.T. (1981). Employee turnover and the post-decision 

accommodation process, Pp. 235-281 in L.L. Cummings & B.M. Staw (Eds.), Research 

in organizational Behaviour, Vol. 3. Greenwich, CT: JAI. 

559. Stevens, J.M., Beyer, J.M., and Trice, H.M. (1978), “Assessing personal, role, and 

organizational predictors of managerial commitment” Academy of Management Journal, 

Vol.21 No.3,pp. 380-387. 



179 
 

560. Stewart, T. (1997), Intellectual capital, New York: Doubleday- Currency. 

561. Stewart, T. (2001), The Wealth of Knowledge, Currency Doubleday, New York, NY. 

562. Streib, G. (1996), “Specialty health care services in municipal government”, Review of 

Public Personnel Administration, Vol.16 No.2 (Spring), pp. 57–72. 

563. Sturman, M. C. (2003), “Searching for the inverted U-shaped relationship between time 

and performance: Meta-analyses of the experience/performance, tenure/performance, and 

age/performance relationships”, Journal of Management, Vol.29, pp.609–640. 

564. Suliman, A. and  Iles, P. (2000), “ Is continuance commitment beneficial to 

organizations? Commitment-performance relationship: a new look”, Journal of 

Managerial Psychology, Vol.15 No.5, pp.407-422. 

565. Suntrup, E.L. (1989), “Child-care delivery systems in the government sector”, Review of 

Public Personnel Administration, Vol.10 No.1 (Fall): pp. 48–59. 

566. Sutaari, V. (2002), “Global leader development: an emerging research agenda”, Career 

Development International, Vol.7, No.4, pp. 218–33. 

567. Sveiby, K.E. (1997), The New Organizational Wealth: Managing and Measuring 

Knowledge- Based Assets, Berrett-Koehler, New York, NY. 

568.  Sveiby, K.E. (2001). "Paper for PEI (Personnel Economics Institute, School of Business, 

Stockholm University", Conference in Stockholm, 25 October 1996. 

569. Swailes, S. (2002), “Organizational commitment: A critique of the construct and 

measures”, International Journal of Management Reviews, Vol.4, pp.155-178. 

570. Swart, J. (2005). Identifying the sub-components of intellectual capital: a literature 

review and development of measures. University of Bath, School of Management, p. 1-

38. 

571. Talebpour, M., and Emami, F. (2008), “The relationship between organizational 

commitment and job involvement and comparison between male physical education 

school teachers in seven Areas of Mashhad”, Journal of Research In Sport Sciences, 

Vol.12, pp.32-15. 

572. Tansky, J, and Cohen, D. (2001). “The relationship between organizational support, 

employee development, and organizational commitment: An empirical study”, Human 

Resource Development Quarterly, Vol.12 No.3, pp. 285-300. 



180 
 

573. Tayles, M., Pike, R. H.  and Sofian, S. (2007), “Intellectual Capital, Management 

Accounting and Corporate Performance: Perceptions of Managers”,  Accounting, 

Auditing & Accountability Journal. Vol. 20 No.4, pp. 522-548. 

574. Taylor, P.E. and Walker, A. (1994), “The ageing workforce: employers’ attitudes to 

older workers”,Work, Employment and Society , Vol. 8 No. 4, pp. 569-91. 

575. Tella, A. (2003). Work motivation in relation to job satisfaction and organisation 

commitment among the librarians in selected librariesin Oyo  State  (Master’s thesis). 

Nigeria: Department of Library, Archive and Information Studies, University of 

Ibadan. 

576. Tepper, B. J. and  Taylor, E. C. (2003), “Relationships among supervisors and 

subordinates procedural justice perceptions and organizational citizenship Behaviours”, 

Academy of Management Journal, Vol.46 No.1, pp.97–105. 

577. Tetrick, L.E. (1995), Developing and maintaining union commitment: A theoretical 

framework. Journal of Organizational Behaviour, 16 (Special Issue: Union 

Commitment), pp. 583-595. 

578. Tett, R.P. and Meyer, J.R. (1993), “Job satisfaction, organisational commitment, turnover 

intention, and turnover: Path analyses based on meta-analytic  findings”, Personnel 

Psychology, Vol.46 No.2, pp.259-292. 

579. Tharenou, S. Latimar,  D and Conroy, E (1994), “How to make it to the top? An 

examination of influences on women’s and men’s  managerial advancement”, Academy 

of Management Journal, , Vol. 37 No. 4, pp.899-931 

580. Tharenou, P. (1993), “A test of reciprocal causality of absenteeism”, Journal of  

organisational Behaviour, Vol.14, pp. 269-290. 

581. Theodossiou, I. and Zangelidis, A. (2009), “Career prospects and tenure job satisfaction 

profiles: Evidence from panel data”, The Journal of Socio-Economics, Vol.38 No.4, pp. 

648–657. 

582. Thomas, L. T. and Ganster, D. C. (1995), “Impact of family-supportive work variables 

on work–family conflict and strain: A control perspective”. Journal of Applied 

Psychology, Vol. 80, pp. 6–15. 

583. Thompson, C. A., Beauvais, L. L. and  Lyness, K. S. (1999), “When work–family 

benefits are not enough”, Journal of Vocational Behaviour, Vol. 54, pp.392–415. 



181 
 

584. Tilak, J.B.G .(2002), “ Determinants of Household Expenditure on Education in Rural 

India”, Working Paper Series No.88 National Council of Applied Economic Research. 

New Delhi. 

585. Ting, Y. (1997), “Determinants of job satisfaction of federal government employees”, 

Public Personnel Management, Vol. 26 No.3, pp. 313-335. 

586. Tolbert, P.S. and Moen, P. (1998), “Men’s and women’s definitions of “good” jobs”. 

Work & Occupations, Vol.25 No.2, pp.168-195. 

587. Tor, G., and Owen, J. E. (1997), “Assessing employee turnover intentions before and 

after TQM”, International Journal Quarterly Reliability Management, Vol.14 No.1: pp. 

46-63. 

588. Trusty, J. and Niles, S. G. (2004), “Realized potential or lost talent: High school 

variables and bachelor’s degree completion”, Career Development Quarterly, Vol.53, pp. 

2–15. 

589. Tsui, K., Leung, T., Cheung, Y., Mok, H. and Ho, W. (1994), “The relationship of 

teacher’s organizational commitment to their perceived organizational health and 

personal characteristics in primary schools” CUHK Journal of Primary Education, 

Vol.4 No.2, pp.27-4.1 

590. Turker, D. (2009), “How corporate social responsibility influences organizational 

commitment”, Journal of Business Ethics, Vol. 89 No.2, pp.189-204. 

591. Tziner, A. (2006), “A revised model of work adjustment, work attitudes, and work 

behavior”, Review of Business Research, Vol. 6, pp. 34-40. 

592. Ugboro, I. O. (2006), “Organizational commitment, job redesign, employee 

empowerment and intent to quit among survivors of restructuring and downsizing”, 

Journal of Behavioural and Applied Management, Vol.7 No.3, pp.232-253. 

593. Ulrich, D (1998), “A new mandate for human resources, Harvard Business Review”, 

January–February, pp 124–34. 

594. Upenieks V. (2000), “The relationship of nursing practice models and job satisfaction 

outcomes”,  J Nursing Admin; Vol. 30: pp.330–335. 

595. Vahedi, M. (2001), “The organizational commitment of the elementary and secondary 

school teachers of the city of Banab”, The Quarterly of Management in Education, 

Vol.31, pp.55-70. 



182 
 

596. Vandenberghe, C., Bentein, K., and Stinglhamber, F. (2004). Affective commitment to 

the organization, supervisor, and work group: Antecedents and outcomes. Journal of 

Vocational Behaviour, 64(1), 47-71. 

597. Vandenberghe, C., Bentein, K., Michon, R., Chebat, J. C. and  Fils, J. F. (2007), “ An 

examination of the role of perceived support and employee commitment in employee–

customer encounters”, Journal of Applied Psychology, Vol.92 No.4, pp.1177–1187. 

598. Verhofstadt, L. L., Buysse, A., Devoldre, I. and  De Corte, K. (2007), “The influence of 

personal characteristics relationship properties on social support in marriage. 

Psycological Belgica, Vol.47 No.3, pp.195–217. 

599. Vila, L. E. (2000), “The non-monetary benefits of education” European Journal of 

Education, Vol.35 No.1, pp.21–32. 

600. Vroom, V. H. (1982), Work and motivation (Rev. ed.), FL: Robert E. Krieger Publishing 

Company, Malabar. 

601. Wahn, J.C. (1998), “Sex differences in the continuance component of organizational 

Commitment. Group & Organization Management, Vol.3 No.3, pp. 56-268 

602. Wall, A., Kirk, R. and Martin, G. (2004), Intellectual Capital: Measuring the 

Immeasurable?: CIMA Publishing: Elsevier. 

603. Walsh, K., Nicholson, J., Keough, C., Pridham, R., Kramer, M. and Jeffrey, J. (2003), 

“Development of a group model of clinical supervision to meet the needs of a community 

mental health nursing team”,  Int. J. Nurs. Pract. Vol. 9, pp.33–39. 

604. Ward, M.E. and Sloane, P.J. (2000), “ Non-pecuniary Advantages Versus Pecuniary 

Disadvantages: Job Satisfaction Among Male and Female Academics in Scottish 

Universities”, Scottish Journal of Political Economy, Vol.47, pp.273-303. 

605. Ward, M.E. and Sloane P.J. (2001), “Cohort Effects and Job Satisfaction of Academics”, 

Applied Economics Letters, Vol.8, pp.787–791. 

606. Warr, P. (1992), “Age and occupational well-being”, Psychology and Aging, Vol. 7, pp. 

37-45. 

607. Warr, P., Cook, J. and Wall, T. (1979),”Scales for the measurement of some work 

attitudes and aspects of psychological well‐being. Journal of occupational 

Psychology, Vol.52 No.2, pp. 129-148. 

608. Watson, G. and Seidman, M. (1941), “Dissatisfaction in work”, Journal of Social 

Psychology, Vol-13, pp. 183-186. 



183 
 

609. Wayne, S.J., Liden, R.C., Kraimer, M.L. and Graf, I.K. (1999), “The role of human 

capital, motivation and supervisor sponsorship in predicting career success”, Journal of 

Organizational Behaviour, Vol. 20 No. 5, pp. 577-595. 

610. Wiener, Y. (1982), “Commitment in Organizations: A Normative View.” Academy of 

Management Review Vol.7, pp. 418-428. 

611. Weiner, N. (1980), “Determinants and consequences of pay satisfaction: A comparison 

of two models”, Personnel Psychology, Vol. 33, pp.741-757. 

612. Wiener, Y. and Y. Vardi. (1980). “Relationships between Job, Organization, and Career 

Commitments and Work Outcomes: An Integrative Approach.” Organizational 

Behaviour and Human Performance Vol.26, pp. 81-96. 

613. Weiss, D. J., Dawis, R. V., England, G. W. and Lofquist, L. H. (1967). “Manual for the 

Minnesota Satisfaction Questionnaire”, Minnesota Studies in Vocational Rehabilitation, 

Vol.22, pp. 1–119. Minneapolis: University of Minnesota, Industrial Relations Center. 

614. Welsh, S. (1999), “ Gender and Sexual Harassment”, Annual Review of Sociology, 

Vol.25, pp.169-190. 

615. Weng, Q., McElroy, J. C., Morrow, P. C. and Liu, R. (2010), “The relationship between 

career growth and organizational commitment”, Journal of Vocational Behaviour, Vol.77 

No.3, pp. 391-400. 

616. Widener, S. K. (2006),” Human capital, pay structure, and the use of performance 

measures in bonus compensation”. Management Accounting Research, Vol.17 No.2, 

pp.198-221. 

617. Williamson, O. E. (1975), Markets and hierarchies: Analysis and antitrust implications. 

New York: Free Press.  

618. Williamson, O. E. (1981), “The economics of organization: The transaction cost 

approach”, American journal of sociology, pp.548-577. 

619. Williamsson, G.R. and  Dodds, S. (1999),  “The effectiveness of a group approach to 

clinical supervision in reducing stress: a review of the literature”, J. Clin. Nurs, Vol. 8, 

pp. 338–344. 

620. Williams, M.J. (1988), “Women beat the corporate game”, Fortune, 12 September, pp. 

128-38. 

621. Wilson, J. and Western, S. (2000), “Performance Appraisal: An obstacle to training and 

development?”, Journal of European Industrial Training, Vol. 24 No. 7, pp. 384-390. 



184 
 

622. Wonnacot, P. and Wonnacot, R. (1988). Economics. McGraw Hill. 

623. Wooden, M. and  VandenHeuvel, A. (1997), “Family composition and labour supply 

choices of married migrant women”, Australian Journal of Labour Economics, Vol.1,pp. 

122–142. 

624. Woodhall, E., West, A. K. and Chuah, M. I. (2001), “Cultured olfactory ensheathing 

cells express nerve growth factor, brain-derived neurotrophic factor, gliacell linederived 

neurotrophic factor and their receptors”, Molecular brain research, Vol.88 No.1, pp. 203-

213. 

625. Woodhall, M. (1995). "Human Capital Concepts", in M. Carnoy (Ed.). International 

Encyclopedia of Economics of Education. London: Pergamon, p. 24-28. 

626. Wright, P.M., McMahan, G.C. and McWilliams, A. (1994), ``Human resources and 

sustained competitive advantage: a resource-based perspective’’, International Journal of 

Human Resource Management, Vol. 5 No. 2, pp. 301-26. 

627. Wu, Y.W., Chiang, C.Y., Wu, Y.J. and Tu, H.J. (2004), “The influence factors of 

commitment and business integration on supply chain management”, Industrial 

Management & Data Systems, Vol. 104 No. 4, pp. 322-33. 

628. Yaqoubi, M. (2007), “The relationship between organizational commitment and job 

stress in the managers of the hospitals of Isfahan University of Medical Sciences”, 

Health Management Quarterly, Vol.11, pp.63-68. 

629. Yang, J., Liu, Y., Chen, Y. and Pan, X. (2013). The effect of structural empowerment and 

organizational commitment on Chinese nurses’ job satisfaction. Applied Nursing 

Research. 

630. Yang, J. T. (2010), “Antecedents and consequences of job satisfaction in the hotel 

industry. International Journal of Hospitality Management, Vol.29 No.4, pp.609-619. 

631. Zaki, M. (2004), “The effect of different dimensions of job satisfaction on the 

organizational commitment of male and female high school teachers of Isfahan”, 

Mesbah Magazine, V o l . 47, pp.51-74. 

632. Zangaro, G. A. and  Soeken, K. L. (2007), “A meta‐analysis of studies of nurses' job 

satisfaction”, Research in nursing & Health, Vol.30 No.4, pp. 445-458. 

633. Zingheim, P. and  Schuster, J.(2000b), ‘Total rewards for new and old economy 

companies’, Compensation and Benefits Review, Vol. 32 No.6:pp. 20–33. 



185 
 

634. Zula, K.J. & Chermack, T.J(2007). “Human capital planning: A review of literature and 

implications for human resource development”, Human resource development review, 

Vol. 6, No. 3, pp. 245-262. 

635. Zuravliov, P.V., Kartašov, S.A., Mausov, N.K. and Odegov, J. G. (2001). Technology of 

Managing Personnel: Desktop Manual for a Manager. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



186 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



187 
 

APPENDIX-A 

Dear Participant, 

Thanks for being willing to take time to fill this questionnaire. The information provide here will 
be kept confidential and will be used for academic purpose .Please be open and honest in your 
response 

 

 

ORGANISATIONAL Commitment Scale 
(Allen & Meyer, 1991, 1997) 

 

The following statements concern how you feel about the organisation where you work. Please 
indicate the extent of your agreement or disagreement with each statement by circling a number 
from 1 to 5. 

5-- Strongly agree, 4—Agree, 3-- Neither agree nor disagree, 2—Disagree, 1—strongly 
disagree  

Circle the number in appropriate column Strongly 
disagree  

Strongly  
agree  

1. I would be very happy to spend the rest of my career 
with this organization. 1 2 3 4 5 

2. I really feel as if this organization's problems are my 
own. 1 2 3 4 5 

3. I do not feel a strong sense of "belonging" to my 
organization.  1 2 3 4 5 

4. I do not feel "emotionally attached" to this 
organization.  1 2 3 4 5 

5. I do not feel like "part of the family" at my 
organization.  1 2 3 4 5 

6. This organization has a great deal of personal meaning 
for me. 1 2 3 4 5 

7. Right now, staying with my organization is a matter of 
necessity as much as desire. 1 2 3 4 5 

8. It would be very hard for me to leave my organization 
right now, even if I wanted to. 1 2 3 4 5 

9. Too much of my life would be disrupted if I decided I 
wanted to leave my organization now. 1 2 3 4 5 

Name:____________________________ 
Age:_____________________________ 
Gender:_________________________ 
Marital Status:____________________ 
Education:_______________________ 

Organization:___________________________ 
Job Position:____________________________ 
Experience in the present job: ______________ 
Total years of experience:__________________ 
Email___________________________________ 
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10. I feel that I have too few options to consider leaving 
this organization. 1 2 3 4 5 

11. If I had not already put so much of myself into this 
organization, I might consider working elsewhere. 1 2 3 4 5 

12. One of the few negative consequences of leaving this 
organization would be the scarcity of available 
alternatives. 

1 2 3 4 5 

13. I do not feel any obligation to remain with my current 
employer.  1 2 3 4 5 

14. Even if it were to my advantage, I do not feel it would 
be right to leave my organization now. 1 2 3 4 5 

15. I would feel guilty if I left my organization now. 1 2 3 4 5 
16. This organization deserves my loyalty. 1 2 3 4 5 
17. I would not leave my organization right now because I 

have a sense of obligation to the people in it. 1 2 3 4 5 

18. I owe a great deal to my organization. 
 1 2 3 4 5 
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APPENDIX B 

 

Job Satisfaction Scale 
(Spector, 1997) 

 
Please indicate the extent of your agreement or disagreement with each statement by circling a 
number from 1 to 5 

5—Agree very much, 4—Agree, 3-- Neither agree nor disagree, 2—Disagree, 1—Disagree very 
much   

Circle the number in appropriate column Disagree very 
much 

Agree very  
Much 

1. I feel I am being paid a fair amount for the work do. 1 2 3 4 5 
2. Raise are too few and far between.  1 2 3 4 5 
3. I am unappreciated by the organisation when I think 

about what they pay me. 1 2 3 4 5 

4. I feel satisfied with my chance for salary increase. 1 2 3 4 5 
5. There is really too little chance for promotion on my job. 1 2 3 4 5 
6. Those who do well on the job stand a fair chance of being 

promoted. 1 2 3 4 5 

7. People get ahead as fast here as they do in their places. 1 2 3 4 5 
8. I am satisfied with my chances for promotion. 1 2 3 4 5 
9. My supervisor is quite competent in doing his/her job. 1 2 3 4 5 
10. My supervisor is unfair to me.  1 2 3 4 5 
11. My supervisor shows too little interest in feeling of 

subordinates. 1 2 3 4 5 

12. I like my supervisor. 1 2 3 4 5 
13. I m not satisfied with the benefits I receive.  1 2 3 4 5 
14. The benefits we receive are as good as most other 

organisations offer. 1 2 3 4 5 

15. The benefit packages we have is equitable.  1 2 3 4 5 
16. There are benefits we do not have which we should have.  1 2 3 4 5 
17. When I do good job, I receive the recognition for it that 

should receive. 1 2 3 4 5 

18. I do not feel that the work I do is appreciated.  1 2 3 4 5 
19. There are few rewards for those who work here.  1 2 3 4 5 
20. I don’t feel my efforts are rewarded the way they should 

be.  1 2 3 4 5 

21. Many of our rules and procedure make doing a good job 
difficult.  1 2 3 4 5 

22. My efforts to do a good job are seldom blocked by red 
tape. 1 2 3 4 5 

23. I have too much to do at work.  1 2 3 4 5 
24. I have too much paperwork. 1 2 3 4 5 
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25. I like the people I work with. 1 2 3 4 5 
26. I find I have to work harder at my job than I should 

because of the incompetence of people I work with.  1 2 3 4 5 

27. I enjoy my co-workers. 1 2 3 4 5 
28. There is too much bickering and fighting at work.  1 2 3 4 5 
29. I sometimes feel my job is meaningless.  1 2 3 4 5 
30. I like doing the things I do at work. 1 2 3 4 5 
31. I feel a sense of pride in doing my job. 1 2 3 4 5 
32. I feel a sense of pride in doing my job. 1 2 3 4 5 
33. My job is enjoyable. 1 2 3 4 5 
34. Communication seems good within this organisation. 1 2 3 4 5 
35. The goals of this organisation are not clear to me.  1 2 3 4 5 
36. I often feel that I do not know what is going on with the 

organisation.  1 2 3 4 5 
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APPENDIX C 

 

Human Capital Creation Scale 
( Birasnav & Rangnekar, 2009) 

 
Please indicate the extent of your response with each statement by circling a number from 1 to 5 

Circle the number in appropriate column 
 
 
Definitely true-5, Probably true-4, Do not know-3, Probably false-2, Definitely false-1 
 
Recruitment strategies attempt to hold on to the best talent. 1 2 3 4 5 
Organization sponsors employees to attend workshops and 
conferences. 1 2 3 4 5 

To gain knowledge & qualification, organization sends 
employees to educational institutes. 1 2 3 4 5 

I consider appraisal process as an opportunity to overcome my 
weaknesses. 1 2 3 4 5 

The return I give is more than what organization invested at 
me. 1 2 3 4 5 

 
Greatly in existence-5, In existence-4, Not sure-3, Barely in existence-2, None in existence-1       
 
Creation of new job position for new talents 1 2 3 4 5 
Availability of training facilities to meet the requirements of 
my job 1 2 3 4 5 

Offering best employee award 1 2 3 4 5 
 
Completely-5,  To a great extent-4,To some extent-3,To a little extent-2,  Not at all-1 
 
How well developed recruitment strategies are able to attract 
talents? 1 2 3 4 5 

I am very keen to attend training program. 1 2 3 4 5 
Appropriateness of the given training. 1 2 3 4 5 
 
A great deal-5, Quite a lot -4,  A fair amount-3,  A small amount-2, Very little-1 
 
Generally, money spent in selecting a talent in a given job. 1 2 3 4 5 
To what extent are your performance-related discussions 
useful? 1 2 3 4 5 

To what extent do you give importance to your career 
exploration? 1 2 3 4 5 

To what extent you have undergone job rotation to gain cross-
functional experience? 1 2 3 4 5 

How confident you are that you reach your career goal? 1 2 3 4 5 
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To what extent the offered reward in your organization 
motivated you to participate in a team? 1 2 3 4 5 

How much importance given to reward your risk-taking? 
 1 2 3 4 5 

 
Very Important-5, Moderately Important-4, Somewhat Important-5, Slightly Important-2,  
Not at all  Important-1       
                
Selecting a best candidate for a job is 1 2 3 4 5 
 
 Very long-5,   Long-4, Fair-3, Short -2,Very short-1 
 
Time taken to select talents for critical & sensitive projects 1 2 3 4 5 
Time spent on for a training program 1 2 3 4 5 
 
Increased Greatly-5,Increased-4, No Change-3, Decreased-2, Decreased Greatly-1 
 
Sources of collecting feedback about my performance in the 
organization are 1 2 3 4 5 

Impact of reward on your competency 1 2 3 4 5 
Chances of considering me as a future leader 1 2 3 4 5 
My authority and status nowadays 1 2 3 4 5 
Participation in a team which carries out high profile project 1 2 3 4 5 
Comparing last year, my earning in this organization 1 2 3 4 5 

 
Always 5, Frequently-4,  Sometimes-3,Rarely-2,Never-1 
 
How often you inform superiors about your interests, skills, 
and accomplishments? 1 2 3 4 5 

How often does top management appreciate your work on 
doing something new? 1 2 3 4 5 

 
Strongly agree-5, Agree-4,Neither agree nor disagree -3,Disagree-2,Strongly disagree-1 
 
 
On average in a year, organization appraises our performance 
more than once 1 2 3 4 5 

 
Excellent-5,Very good -4, Good-3 , Fair-2, Poor-1 
 
 
Organization’s performance appraisal system is 1 2 3 4 5 

 
Strongly relevant-5, Relevant-4,Undecided-3, Irrelevant-2,Strongly irrelevant-1 
 
The aspects used in my performance appraisal 1 2 3 4 5 



193 
 

 
Very many-5, Many-4, Moderate-3, Few-2, Very few-2 
 
 
How many different kinds of career oriented workshops you 
attended in your organization? 1 2 3 4 5 

 

 

 

 

 

 

 

 

 

 

 

 

  


