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Abstract 

 

In the highly competitive world commitment of employee is a vital factor that 

determine the success, failure or existence of any organization. Whilst extensive studies had 

happened in multiple domains barring few exceptions. The research has been undertaken 

primarily to explore the relationship between OC and OCB. Inferences for the study has 

been drawn mainly from two highly influential models which is being developed by Allen 

and Meyer 1991 and Podsakoff, P.M, 1990.  

There exists a noticeable research gap due to the variations in the correlation between 

OC and OCB based in conjunction with the industry being researched upon. So, the study 

looks to fill the gap of a domain that hasn’t been extensively researched before. The 

undertaken with two major objectives- First is to understand the existence of relation 

between the two constructs in IT industry. Second is to check which component of OC 

influences the Big Five dimensions of OCB. The current applied research is descriptive in 

nature and uses statistical tools for analysis by taking advantage of SPSS. The study focuses 

on multi-national IT organizations operating in Kerala. A quantitative data analysis was 

undertaken by selecting 350 employees from the major IT hub of the state. The result of the 

study indicates that there exists remarkable relationship between the three components of 

OC and OCB. The analysis showcased that only AC has a strong relationship and weak 

relationship exist between NC and CC with OCB. The study concludes by suggesting that 

the organization requires to focus more on increasing affective commitment for 

organizational effectiveness.  

Keywords; Organizational commitment (OC), Affective Commitment (AC): Normative 

Commitment (NC) Continuance Commitment (CC) and Organizational Citizenship 

Behaviour (OCB). 

 

I. INTRODUCTION 

 

It’s important for the managers to analyse the need 

of how to take care of the company’s most valuable 

asset-“the employee”). Because employment is [2] 

basically the contract between two parties: 

Employer and Workers. The success of all 

organization depends on how the relationship works. 

According to Ivancevinch [16] the critical factor to 

the success of any organization is the human 

resource. Employees have the potential to turn out 

into the brand ambassadors for the business [50]. 

Attitude of employee towards its organization is one 

of the vital factors affecting the overall aspect of 

organization. Commitment is one among the most 

important construct in psychology which 

demonstrates the employee attitude towards its 

organization.  

Researchers identified commitment as a critical 

employee attitude which affects the performance of 

the organization. Side-Bet theory by Becker is 

identified as the base for conceptualization of OC. 

This initial level notion about OC stems from the 
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sociological perspective. He introduced the 

“exchanged-based definition” or "side-bet" theory of 

OC [5].Several studies are their exploring the 

antecedents and precedents of OC. Commitment of 

workers is one of the most notable research topics in 

recent years because of the impact on organizational 

outcomes. Therefore, human resource managers 

seek to device new methods for enhancing 

commitment of employees and thereby improve the 

organization as a whole. Allen and Meyer three-

component model [26] of commitment is the most 

dominant model for the study of employee 

organizational commitment. Allen Meyer 

questionnaire was first compiled in 1991 and it has 

been utilized in numerous internal and external 

studies. Emotionally attached employees will have 

always urge to work more for their organization 

[27]. This will direct their behaviour as the good 

citizen of the organization. Three component model 

of Allen & Meyer [26] is selected for this study 

because this model is considered as the most 

significant model in the field of OC. 

The continuous increase of prominence in the 

concept of OCB with regards to HRM, Strategic 

management, Organization Behaviour and many 

other academic disciplines has encouraged a greater 

number of researches in and around this topic. 

Discrete behaviour that benefits the organization, 

but which is not imposed on the basis of any official 

agreement and not recognized by any reward system 

is being refereed as OCB. 

The origin of extra role behavior can be traced back 

from 1938 when Barnard stressed about the idea of 

“willingness to cooperate”. In 1978 the concept was 

further studied and explored by Katz and Kahn [19]. 

He, have explained the need for innovative and 

spontaneous behaviour of employee that goes 

beyond their normal working roles to achieve 

organizational objective. Smith in [49], spotted this 

behaviour as Organizational Citizenship behaviour. 

An employee who exhibits good OCB are called as 

troopers by [33] because of the reason that they 

always strive for improving organization 

effectiveness. Bateman and organ, [4]; Smith [49], 

Moorman, [30], and Becker [6] several other 

researchers have conducted studies to identify the 

antecedents of OCB. It is explained the major 

antecedents of OCB are organizational commitment, 

employee engagement, productivity, age, gender, 

personality & experience. 

 From among these studies OC is considered as one 

of the most influential antecedents of OCB. But very 

little research works have been found in this area 

which emphasis on the Asian context. Evaluation of 

the effect of individual comparison the dimensions 

of OCB and organizational commitment is found to 

be scare. Research works have found that there are a 

more than 30 forms of OCB have been developed 

[41] 

High growth rate of Indian ITE’s over the last ten 

years is significant. With the increase in the growth 

scale there also exists a direct link in the complexity 

of issues encountered.  

A study conducted by [3] suggested that if the job is 

motivating and challenging in nature with ample 

growth opportunities IT professionals have a better 

commitment towards organizations and continue 

working in their organizations .Survey result of 

several research work indicates that Indian IT 

organizations have been facing the problem of 

retaining high quality employees for longer period 

[43]. Increased rate of employee turnover in IT 

industry is the concern that needs immediate 

attention. Studies revealed the reduction in 

organizational commitment of employees is the 

major contributor to this problem. Increase in 

turnover rate is very harmful for the existence of any 

organization.  Indian organizations should give a 

serious thought on how to improve employee 

commitment. Because if employees are committed, 

their work goes over and above the agreed official 

responsibility by the organization and finally leads 

towards the success of the organization. Employees 

are called good citizen when one’s behaviour goes 

beyond the expectations and contributes more for 

the organization. Managers needs to be abrupt in 

developing attitude of commitment, honesty, 



 

May - June 2020 

ISSN: 0193-4120 Page No. 10963 - 10976 

 

 

10965 

 Published by: The Mattingley Publishing Co., Inc. 

cooperation, courtesy and loyalty among employees 

for getting the organizational goals accomplished.  

Proposed study will provide sufficient input and 

provides opportunity for managers of IT companies 

to have a better understanding on OC and its 

influence on OCB. Further the study provides 

information about the effect of age, gender and 

experience on OC of IT employees. The study will 

also provide benchmark opportunity to the 

administrative heads of IT companies to avail 

information on the areas where the manager needs to 

concentrate for improving and getting better output 

from employees.  

 

II. Review of Literature 

 

Literature review is carried out to have an in-depth 

exploration of the conceptual frame work and 

analyse various literature drawn on the subject. 

Foundational research where undertaken mainly (1) 

to develop theoretical evidence from previous 

research data to understand the relationship between 

two constructs: OC and OCB (2) to determine which 

component of OC has the highest influence on 

dependent variable. 

 

A) Organization Commitment 

Being in a global competitive environment all 

organization requires committed employee. The 

concept of OC has been studied extensively because 

of the impact it creates on organization as well as 

employees. Evidence indicate that organization with 

committed employees outperform their task. The 

theory has evolved over 50 years since it from a uni-

dimensional to multi-dimensional transition. The 

origin of the theory has been traced back from 

Beckor’s [5] theory of commitment resulting from 

‘side bets’ that bind the employee to the 

organisation on the basis of calculative approach. 

Mowday [31] describes OC as state of commitment 

to the organization which takes an attitudinal 

approach. The first scale on OC which is known as 

Organization Commitment Questionnaire (OCQ)was 

propound by Mowday [31] as bi-dimensional 

approach measuring (1) Affective (attitudinal 

approach) (2) Continuance Commitment 

9calculative approach). Researchers started 

conducting major studies on “organizational 

commitment” in the early 1980s. Two types of 

prominent multi-dimensional approaches were 

discussed during the initial stage. So, the two 

dimensions prominently was (1) One was Meyer and 

Allen [25] and (2) second was by O’Reilly & 

Chatman [32]. He defined commitment as  a 

psychological attachment felt by the employee to the 

organization. McGee & Ford [23] explained the 

existence of two sub dimensions: (1) high sacrifice 

& (2) low alternative, sub-dimensions of 

continuance commitment through his research. 

Meyer and Allen suggested a third-dimension 

Normative commitment. Later this was named as 

“Meyer and Allen’s [26] three component model of 

organizational commitment”.  Allen and Meyer 

theorized the model conceptually and explained that 

OC encompasses three dimensions (1) 

(AC)Affective commitment (2) (NC)Normative 

Commitment& (3) (CC)Continuance Commitment. 

OC[26] is simply defined as an individual's 

psychological attachment towards the organization 

with three separable components (1) Affective 

commitment (2) Continuous commitment & (3) 

Normative commitment. A proven fact through 

various research work is that employee commitment 

is significant for organizational outcomes. 

Organizational outcomes such as reduction in the 

turnover level [48], increase in profitability [7] 

indicates the strong relationship with OC. 

Employees when emotionally attached to the 

organisation will have a greater inspiration to make 

more contributions to the organization. Study 

conducted by Meyer & Allen [26] found that AC is 

having inverse relationship between turnover of 

employees and absenteeism. Improvement in the 

satisfaction level of employees [21]is another 

important the outcomes of OC. Jaros. S [17] have 

supported McGee & Ford [24] theory of sub-

dimensions in continuance commitment and proved 

the their exists significant relationship among 
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turnover intension with high dimension continuance 

commitment and no relationship between low 

alternative continuance commitment. Further he 

suggested that combining the two subscales in 

continuance commitment will dilute the model and 

its relationship between various items.  Zangaro [56] 

suggests an additional type of commitment and 

termed it as “Alienative Commitment”. It is 

considered to be the negative form of commitment 

which may also exist in organizations. Studies 

which examine commitment has been steered from 

Social Identity Theory [12].  

 

Meyer in 2002 [28] conducted a meta-analysis to 

confirm the relationship between three components. 

He identified their antecedents and analysed their 

consequences. The antecedents were divided into 

four groups (1) Demographic variables (2) 

individual variables (3) work experience (4) 

investments. From among the four, the correlation 

measure for demographic variables was generally 

low. The comparative study within and outside 

North America have also explored high degree of 

similarity but still he suggests to undertake more 

systematic research in the area of cultural 

distinctions. The findings specify the three major 

insight (1) their exist strong correlation between the 

three components (2) Demographic variables 

showed very less correlation (3) The researcher 

suggest for more number of studies to validate 

through specialized attention on cross cultural 

investigations in future to determine whether 

geographic factors act a moderator.  

 

Wang [52] have developed a five-component model 

for OC. She has incorporated affective commitment, 

active continuance commitment, passive 

continuance commitment, normative commitment 

and value commitment. Proved that the Chinese 

employees of state-owned enterprise have higher 

level of active continuance commitment and passive 

continuance commitment.  

 

Commitment creates a psychological bond which 

has been related to number of outcomes like 

satisfaction, job performance, OCB, turnover rate, 

productivity etc [11] [14]. Cooper [11] elucidate that 

over the past 20 years most of the research scholars 

have used the three-construct model, and used the 

continuance commitment scale (CCS), to explain 

absenteeism, job satisfaction, performance, 

citizenship behaviour, and turnover. Various 

empirical evidences explained about different 

antecedents of commitment like work design and 

structure[15],psychological empowerment [46], 

leadership qualities.  

 

A study by Wong[55] narrates that, most of the 

studies in Asian countries on OC have employed 

Allen and Meyer three-dimensional model. But 

Jaros  [18] suggested that the Allen and Meyer 

model may not suffice in full, regarding continuance 

commitment. Therefore, the study by Jaros analysed 

the need for more comprehensive research to 

evaluate the significance of continuance 

commitment. OC acts as a predictor of employee 

effectiveness and for retaining the employees in 

accomplishment of organizational objectives [47]. It 

also tested the role of intrinsic motivation and 

demographic variables on OC. The result indicated 

that motivation and job experience are positively 

correlated regardless of their age, gender & 

educational level. From the reviews it is clear that 

Organizational Commitment is the best predictor for 

many of the organisational and employee outcomes. 

Because of the significance, managers have to 

consider it as a most effective HR tool in predicting 

job performance,employee attitude, satisfaction, turn 

over, burn out [1], employee retention, employee 

engagement & most importantly organizational 

citizenship behaviour. 

 

Review of literature on OC has explored two main 

things (1) proved that for increasing the commitment 

it is important to develop a positive “organizational 

behaviour” (2) Meyer & Allen’s three-component 

model has been the significant model for study in 
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Asian & European nations. OC is explained as best 

devise for human resources managers to analyse the 

employee’s compliance with organizational goals 

and towards its workplace [11]. 

 

B) Three-Dimensional Model of OC 

Meyer and Allen’s model of ACNCS on 

Organizational Commitment has become the most 

widely used instrument to measure OC. Several 

studies have tested its reliability, validity, accuracy 

and proved it, as one among the best tool for 

studying OC.  The model developed by Meyer 

&Allen[26] integrated the approaches by Becker [6], 

Porter et al.[38] and Mowday, Steers & Porter [31] 

and  finally identified three major components.  

Initially the scholars identified two components 

(1984) ie Affective and Continuance and later third 

(1990) one Normative Commitment was added into 

it. The development of three component model was 

based on two major reasons: (1) to give a conceptual 

clarity with reference to all the existing research 

explorations and (2) to offer a new framework 

which supports for the future research. Meyer and 

Allen's explained that, there are three "psychological 

aspects": “Want to, need to & obliged to” which 

makes an employee committed to the organization. 

This meta analyses drawn light into the areas as a 

real investigation and comparison of real correlation 

among the variables identified in 3-D model of OC 

by Meyer & Allen in [25],[26] [27] & 28. 

 

Affective commitment [25],[26],[27] & [28]which 

indicate an emotional attachment to, identification 

with, and involvement in the organization. This act 

as the reason that the employee “want to” continue 

in the organization. AC is considered as the valuable 

predictor in most of positive organizational 

outcomes and employee outcomes. Allen & Meyer 

[26] indicated that several factors like remuneration 

provided, hierarchical status attained, peer support, 

team collaboration, pragmatic target setting, 

unbiased working environment, nature of job, role 

clarity and perceived personal importance etc act as 

a determinant of Affective commitment. He 

explained that AC had the strongest correlations 

with organization-relevant variables (employee 

performance, job satisfaction, attendance and 

organizational citizenship behaviour) and employee-

relevant (attitude, stress and work–life balance) 

outcomes.  

Continuance commitment [25],[26],[27] & 

[28]forms as a part of “need to” to be the part of 

organization. It denotes the perceived cost or 

calculative cost associated in leaving the 

organization. It is the second dimension developed 

by Meyer and Allen on the basis of calculative 

approach of Beckor [5] which steered in the grounds 

of cost benefit analysis. This psychological state 

may arise due to fear of (1) loss of economic 

investments (high sacrifice) and (2) issue in finding 

in new job (less alternatives). CC is also associated 

with positive organizational and employee related 

outcomes, but not as strongly as affective 

commitment. CC includes years of experience, 

authority, job position, labour market condition, and 

current salary [47].CC is negatively correlated to the 

outcomes like employee health, wellbeing, OCB(or 

equals zero), performance, turn over and withdrawal 

symptoms and positively related stress, work-family 

conflict, absenteeism (whilst zero). 

 

Normative Commitment[25],[26],[27] &[28] 

Employees psychological state of mind which 

creates a sense of obligation which forms as 

“obliged to”. NC does not relate to any emotional 

attachment of the organization members, but it 

reflects their moral & ethical obligation to continue 

in the organization. NC also acts as a predictor for 

many of positive organizational and employee 

outcomes. It showed a negative relationship with 

withdrawal or turn over intensions but positively 

related to job performance, OCB, absenteeism 

(equals zero), stress and work family conflict 

(equals zero).  
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C) Organization Commitment (OC) and 

Organization Citizenship Behaviour (OCB) 

OC is being identified as the most important factor 

that act as an antecedent for OCB [20]. Dimensions 

of OC shows close correlation with OCB.AC has 

been accepted as the most effective variable used to 

judge OCB [22]; [28]. Various research works 

proved that the worker with high level of 

organizational commitment will in turn tend to have 

high level of OCB [32]; [53]; [40]. It is identified 

that Affective commitment showed a strong positive 

outcome for OCB and job performance [11]. 

Commitment enhance to do the duties more 

effectively and its powerful tool in creating OCB 

stated by Cohen [10] &Mirabizadeh  [28]. The study 

by Chen & Kao [8] indicated OC as a major 

predictor of OCB in a case study conducted in 

Taiwan Police college.  

 

D) Organizational Citizenship Behaviour 

The concept of OCB can be traced back from 1938 

when researchers stressed about the idea of 

“willingness to cooperate”. In 1966 the concept was 

further studied and explained by Katz and Kahn 

[19]. A differentiation was made between actions 

and behaviour directly linked to their job role and 

stated as in-role behaviour and behaviours that went 

beyond their job role, called as extra-role 

behaviours. This idea deals with the additional effort 

by the employees and its willingness to commit 

them is highly significant for the success of all 

organization. The concept then propounded by 

Organ and his fellow workers Bateman & Organ [4], 

Smith[49].From among various definitions of OCB, 

the definition by William [53] explains the two 

dimensions of OCB. First dimension OCBO, outlays 

those features which will “benefits” in general and it 

directed toward the organization in specific. It 

includes duties and responsibilities that are not 

required but will in turn increase organizational 

image and performance (OCBO). The second 

dimension is OCBI that is Organizational 

Citizenship Behaviour –Individuals, in which the 

benefit of actions is directed toward the individuals 

of the workplace. Such behaviour includes altruism, 

high interpersonal abilities, helping others who face 

any issue or have high work load.  

 

Different components of OCB have been identified 

by various researchers. Reviews reveal that there are 

a more than 30 forms of Organizational Citizenship 

Behaviour developed by various research scholars, 

but the most widely accepted is the one proposed by 

Organ [32],[33] & [41].Organ suggested that it is 

crucial to study the different factors that contribute 

in development of OCB. Organ explained about five 

components of OCB including Altruism, 

Conscientiousness, Sportsmanship, Courtesy and 

Civic Virtue. This was later used by Podsakoff, 

Moorman, and Fetter [39]. A Simple dichotomous 

model was proposed by Williams and Anderson [54] 

who divided OCB into two categories on the basis of 

beneficiaries.  Where the benefit is directed towards 

individuals is termed as OCBI and in second aspect 

benefited party will be organization OCBO. 

Altruism and Courtesy belongs to OCBI, 

sportsmanship, civic virtue and conscientiousness 

are linked to OCBO. Many researches [4]; [49];[29]; 

[33] [34]; [35] have found that organizational 

justice, job satisfaction, organizational commitment, 

high productivity, career development, tenure, 

personality, motivation, leadership behaviour are 

antecedent for OCB.  

 

Wagner and Rush [51] expresses that experience is 

one of the major factors that determine the level of 

OCB. It is stated that higher the experience 

employees are more likely to be engaged in OCB 

compared to younger employees. OCB refers to 

those characteristics by going an extra mile or being 

a good citizen of an organization with by including 

behaviour and acts that benefit the organization 

growth [9]. Research works about the influence of 

demographic factors in differing organizational 

context is very less. Moreover, Podaskoff [41] 

defined that employee job satisfaction and their 

commitment towards organization are most 
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important factors that lead to the Organizational 

Citizenship Behavior. Different studies were 

undertaken to know about the antecedents, 

dimensions & consequences of OCB [42][45].  

 

E) Organ& Smith Model / PodsakoffModel of 

Organizational Citizenship Behavior 

Even though more than 50 different types of OCBs 

are explained in various literatures, the model 

suggested by Organ [33] was most commonly 

accepted. He analysed and found two major reason 

for its acceptance. He defined it has universal 

applicability and the availability of empirical 

evidence for its construct validity. Categorizations 

of OCB varies differently in different research 

works. OCB was initially categorized into two: 

altruism and compliance [4]. Compliance was later 

being called as conscientiousness.  Sportsmanship, 

courtesy, and civic virtue was later being appended 

in 1988, by Organ. This was the formed as the base 

for research of OCB with the introduction of five 

dimensions including: altruism, conscientiousness, 

sportsmanship, courtesy and civic virtue [33]. 

Podsakoff,[24] further operationalized these 

dimensions, which served as the basis for OCB 

measurement in various studies. A good number of 

research scholars have proclaimed that there are 

basically five dimensions which is called as “Big 

Five dimensions”.  Later two more was added up by 

Organ in 1990 i.e., peace-making and cheer leading. 

Later peace-making and cheer leading were grouped 

together in a category known as helping behaviour 

[36].  

The most accepted model explained by Bateman [4], 

Podsakoff, [24], and Podsakoff [39] defines the 

following five major dimensions of OCB; - 

Altruism [49]: Has explained altruism as a 

voluntary behaviour. It can be a principle, morale 

practice or behaviours expressing willingness to 

help others in performing their work, which leads to 

improving the quality of life and improves 

organization effectiveness.   

Conscientiousness [33]: Behaviour which is not 

directly related to one particular employee but 

benefits the organization as a whole. If one obeys all 

the rules and regulations of the organization and use 

a smaller number of leaves etc comes under 

Conscientiousness. 

Sportsmanship [33]:  Behaviour which shows the 

capability of employee to deal with unexpected 

difficult situations in organization without 

complaints. This shows positive attitude and loyalty 

towards organization by emphasizing quality of 

work life. Podsakoff and MacKenzie [24] found out 

that sportsmanship would increase the morale of the 

employee and finally reduce employee turnover and 

absenteeism. 

Courtesy [41]: Behaviour exhibited by employee to 

prevent issues in organization through effective 

communication, mediation and consideration paid to 

others. Employees shows a responsibility to prevent 

or avoid conflicts in organization through 

suggestions, guidance, support, advice and motivate 

or encourage employee for professional 

development.  

Civic virtue [33]: Employee behaviour which leads 

to active participation in the life and culture of the 

organization. This includes the responsibility of 

employees to take part in meeting, get-together or 

conferences which are not compulsory by the 

organization but to keep updated with the changes 

and position of the organization.  

 

III. RESEARCH METHODOLOGY & 

RESEARCH VARIABLES 

Most importantly the proposed model for research is 

based on theoretical relationship obtained between 

related factors predicted by previous researchers and 

set objectives of the study [37]. Independent 

variable for this study is proposed to be the OC and 

its dimensions. Whereas OCB and its five 

components act as the dependent variable.  The 

proposed model shows the variable influence of 

OCB caused by Affective, Normative & 

Continuance Commitment. This model act as a 

conceptual path for hypothesis an and analysis.  
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Figure 1: Proposed Research Model 

 

A)  Major Research Objective 

To explain the significance of relationship between 

Three Component Model Organizational 

Commitment and Organizational Citizenship 

Behaviour among IT employees, Technopark, 

Kerala. 

B) Research design & Sampling Design 

Descriptive research design with quantitative frame 

work for analysis is used for the current study. For 

achieving the objective, 350 employees from multi-

national IT companies in Technopark, Kerala is 

selected. Simple random sampling method was used 

to collect data for evaluation. Age of the respondents 

ranges from 20-55years and experience ranges from 

less than one year to twenty years and above. Data 

was collected from both male and female 

employees. The study used correlation, ANNOVA 

& multiple-regression method for analysis. 

Significance level for the study is taken as 0.05. 

C) Research Instrument 

The major research instrument used for study is 

survey method using questionnaire which is 

commonly used in social science. The data collected 

were analysed using SPSS. Previously developed & 

widely accepted measurement scale is used for the 

purpose of this study. Questionnaire is segmented 

into two. The two segments measure the two 

constructs of the study. This includes (1) Allen 

Meyer OC questionnaire [25]: AC (8 questions), CC 

(8questions) and NC (8 questions), and (2) 

Podsakoff, P.M [39] OCB Questionnaire which was 

originally postulated by Organ [49]. Reliability and 

validity of OCBS and OCS have been checked and 

proved by previous studies which are adapted in this 

study. The measurement scale used is proved to be 

reliable and valid by several previous studies [1]. 

Reliability reported for OCB by previous research 

ranges from 0.70 to 0.93 [13] is considered for the 

current study. Revalidation of the Organizational 

commitment three-component conceptualization 

model  was done by Krishnaveni R. and Ramkumar 

N.[44] studied it in the context of India and 

recommended that this instrument is suitable for 

future research. Total of 48 questions are divided 

under two categories. Part “A” includes 24 

statements that specifically states about OCB and 

Part “B” consist another 24 questions for OC. Five-

point Likert scale is used to evaluate the range of 

respondent’s agreement towards the statements 

asked, which ranged from “strongly disagree” to 

“strongly agree”.  

 

IV.  RESULT OF ANALYSIS 

 

A) Main Hypothesis Test 

H0: There is no significant relationship between OC 

and OCB of IT company employees in Technopark, 

Kerala. 

H1: There is significant relationship between OC 

and OCB of IT company employees in Technopark, 

Kerala. 

 

Table:1 Regression Model summary Table 

Model Summary 

Model R R 

Square 

Adjusted 

R square 

Std. error of 

the Estimate 

1 .931a .866 .865 .28092 

a. Predictors: (Constant), normative, affective, 

continuance 
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Table 1: Source: Primary Data 

The above table shows that their exist strong 

correlation between OC and OCB. The value of R 

represents the intensity of correlation between OC 

and OCB. Here the value of R is 0.931, which 

means that there is 93% of correlation between OC 

and OCB. The degree of determination of dependent 

variable by the independent variables is explained 

using R square value. The value of R square is 

0.866, which means that 86% of variation in OCB is 

predicted accurately by OC finally rejecting the null 

hypothesis. 

 

B) Sub Hypothesis Test 

 

• H2: There is significant relationship exist 

between AC and OCB.  

• H3: There is significant relationship between 

NC and OCB. 

• H4:  There is significant relationship 

between CC and OCB. 

 

Table :2 ANOVA test for checking the 

hypothesis- 

ANOVAb 

Model Sum 

of  

Square

s 

df Mean 

squar

e 

F Sig. 

1 Regressi

on 

181.76

3 
3 

60.58

8 

767.74

4 

.000

a 

Residual 
28.094 

35

6 
.079 

  

Total 209.85

7 

35

9 

   

a. Predictors: (Constant), Continuance, Affective, 

Normative 

b. Dependent Variable: Organization Citizenship 

Behavior 

 

Table 2 : Source: Primary Data 

 

The p value of ANOVA test is 0.000 which is less 

than 0.05. Therefore, the test result is significant and 

null hypothesis is rejected. That means the 

regression model is fit to explain the relationships 

between OC (Affective Commitment, Normative 

Commitment and Continuance Commitment) and 

OCB.  

 

Table: 3 Coefficient Table- 

Model Unstandardi

zed 

Coefficients 

Standardi

zed 

Coefficie

nts 

  

B Std. 

Erro

r 

Betta T Si

g. 

 (Constan

t) 
.326 .085 

 3.82

3 

.00

0 

Continua

nce 
.205 .046 .186 

4.40

8 

.00

0 

Affectiv

e 
.378 .037 .413 

10.1

41 

.00

0 

Normati

ve 
.348 .044 .376 

7.87

9 

.00

0 

a. Dependent Variable: OCB 

Table 3: Source: Primary Data 

 

 The p values of t-test for constant, AC, NC & CC 

are less than 0.05, it shows that these variables 

influence OCB of IT companies and hence they are 

included in the regression equation. The following 

regression equation shows the effect of AC, NC and 

CC on OCB of IT companies.  

 

OCB = 0.326+ 0.205 (CC) + 0.378 (AC) + 0.348 

(NC) 

 

From the above testing it is concluded that there 

exists a positive relationship between the AC, NC 
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and CC on OCB of IT companies in Technopark, 

Kerala.  

 

The test result about the influence of independent 

variables of OC is shown in table (3). The results 

indicate that AC has the highest level of influence 

on OCB with value .378. Next comes normative 

commitment with .348 value and CC shows the 

weakest relationship among the three-components of 

OC.  

 

V. DISCUSSION & FUTURE RESEARCH 

IMPLICATIONS 

 

The major objective of the research was to identify 

the relationship between prominent models in the 

field of OC & OCB. The study highlights an 

extremely strong correlation between Allen and 

Meyer three component model [25] and Podsakoff 

Big five model [39]. The result indicates that the 

three components of OC model influence OCB of 

employee in IT companies in Technopark. When 

there in an increase in the commitment level of 

employees there shows a directly proportional shift 

in OCB. An effective management technique needs 

to be implemented to increase commitment level of 

employees to attain more effective results for 

organization. The extensive reviews and 

comparisons support that the two models showed 

best fit in the Indian Context. The study also 

suggests that the organization have to concentrate 

more on the affective commitment of IT employees 

by increasing the emotional attachment to improve 

their citizenship behaviour. Normative commitment 

also showed a good relation with OCB. But the 

influence level of commitment was weak compared 

to other to components. There is further opportunity 

to analyse which aspects of OCB are more intensely 

impacted by the action taken to improve 

organizational commitment. The effect of 

demographic factors needs to be further addressed 

through future research for analysing organizational 

impacts. The major limitations of the research can 

be explained as the selection of only IT industry and 

influence of the study of just two models. Also, the 

study includes all the limitation of correlation 

research that it will not substantiate testing causal 

inference. Therefore, further researches are 

requested to overcome these limitations. This article 

provides a road map to guide the future research 

efforts of scholars and practicing manager. The 

research concludes by saying that organization 

should support in strengthening AC and NC to 

increase OCB for the purpose of organisation 

development and growth. 
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