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Abstract

Employee commitment is a critical factor for the success of any organization, and it is influenced by
various factors, including organizational culture and job satisfaction. This abstract explores the
mediating role of job satisfaction in the relationship between organizational culture and employee
commitment. A positive organizational culture can foster a sense of belonging and engagement
among employees, leading to higher levels of commitment, while a negative or weak organizational
culture can demotivate employees and reduce their commitment to the organization. Similarly, job
satisfaction is another key factor that influences employee commitment. When employees are
satisfied with their jobs and work environment, they are more likely to feel committed to the
organization. Assessing the mediating role of job satisfaction in the relationship between
organizational culture and employee commitment is important for organizations to understand the
factors that influence employee commitment. By understanding the mediating role of job satisfaction,
organizations can develop strategies to enhance employee commitment by improving both
organizational culture and job satisfaction. The relationship between organizational culture and
employee commitment can be explained through job satisfaction, which can mediate the relationship
by influencing the way employees perceive their work environment. These study highlights the
importance of creating a positive work environment that fosters job satisfaction and commitment to
enhance employee commitment and reduce turnover intentions.

Keywords: Organizational culture, employee commitment, job satisfaction, turnover intentions,
workplace culture.

Introduction

Organizational culture is a crucial aspect of any workplace as it shapes the behavior, attitudes, and
values of employees within an organization. Employee commitment and turnover intentions are two
key indicators of organizational effectiveness and success. Employee commitment refers to the degree
to which employees are emotionally attached to their organization and willing to exert effort on behalf
of the organization. Turnover intentions refer to an employee's willingness to leave their current job
and seek alternative employment. Research has shown that there is a strong relationship between
organizational culture, employee commitment, and turnover intentions. Understanding the influence
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of organizational culture on these variables can help organizations to create a positive work
environment that fosters employee commitment and reduces turnover intentions.

Background Information:

Organizations are increasingly realizing the importance of creating a positive and supportive work
environment to retain their employees. High employee turnover can be costly for organizations, as they
need to spend time and resources on recruiting and training new employees. Additionally, turnover can
negatively impact the morale of existing employees, leading to decreased productivity and increased
absenteeism.

Organizational culture plays a critical role in shaping employee attitudes and behavior. It encompasses
the values, beliefs, norms, and practices that define an organization's identity and influence how
employees interact with one another and with customers. A positive organizational culture can foster
employee commitment, increase job satisfaction, and reduce turnover intentions.

Despite the importance of organizational culture on employee commitment and turnover intentions,
there is still a lack of consensus on how to measure and define organizational culture. Moreover, there
is a need for empirical research that explores the relationship between organizational culture, employee
commitment, and turnover intentions to provide organizations with insights on how to create a positive
work environment that fosters employee commitment and reduces turnover.

Significance of the Study

The study on the influence of organizational culture on employee commitment and turnover intentions
is significant for several reasons:

1. Improved Understanding of Organizational Culture: The study can provide a better
understanding of how organizational culture affects employee commitment and turnover intentions.
This can help organizations to identify specific cultural factors that can influence employee behavior
and make adjustments to improve their organizational culture.

2. Employee Retention: Employee turnover can be costly for organizations in terms of time, money,
and productivity. By understanding the influence of organizational culture on employee commitment
and turnover intentions, organizations can implement strategies to improve employee retention and
reduce turnover.

3. Enhancing Employee Commitment: The study can provide insights into the factors that
contribute to employee commitment. By identifying these factors, organizations can develop strategies
to enhance employee commitment and motivation, leading to increased productivity, job satisfaction,
and overall job performance.

4, Competitive Advantage: A positive organizational culture that fosters employee commitment
and reduces turnover can be a source of competitive advantage for organizations. Organizations with a
positive culture can attract and retain top talent, improve customer satisfaction, and increase
profitability.

5. Policy Implications: The findings of the study can have policy implications for organizations and
governments. For instance, the study may encourage governments to implement policies that promote
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a positive organizational culture in the public sector or provide incentives for private sector
organizations to adopt practices that enhance employee commitment and reduce turnover.

Scope and limitations of the study

The scope of the study on the influence of organizational culture on employee commitment and
turnover intentions depends on several factors, such as the research questions, research design, sample
size, and data collection methods. The study may focus on a particular industry or organization, or it
may involve a broader population of employees across different sectors. The scope of the study may
also include the examination of specific cultural dimensions, such as leadership style, communication,
reward systems, and job satisfaction.

However, there are also limitations to this study that need to be considered. These
limitations include:

Sample Size:

The sample size of the study may be limited, which may affect the generalizability of the results. For
instance, the study may only involve a small number of employees from a particular organization or
industry, which may not reflect the broader population.

Self-Report Bias:

The data collected for the study may be based on self-reported measures, which may be subject to
biases. Employees may respond based on their perceptions or experiences, which may not accurately
reflect the actual organizational culture or their commitment and turnover intentions.
Cross-Sectional Design:

The study may be limited by its cross-sectional design, which only captures data at a single point in
time. This design may not capture the dynamic changes that occur in organizational culture and
employee attitudes over time.

Causality:

The study may also be limited in its ability to establish causality between organizational culture and
employee commitment and turnover intentions. Other factors such as job satisfaction, personal factors,
and external factors may also influence employee behavior.

Cultural Context:

The study's findings may be influenced by cultural context, which may differ across countries,
industries, or organizations. The cultural dimensions that affect employee behavior in one context may
not be the same in another context.

Literature Review

Organizational culture refers to the shared values, beliefs, behaviors, and norms that shape the way
people work together within an organization. The culture of an organization is shaped by various
factors, such as its history, leadership style, communication practices, reward systems, and the
attitudes and behaviors of its employees.

In the context of the influence of organizational culture on employee commitment and turnover
intentions, several studies have examined the relationship between organizational culture and
employee behavior. For instance, research has shown that a positive organizational culture,
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characterized by a supportive and empowering work environment, can enhance employee commitment
and job satisfaction, which, in turn, can lead to reduced turnover intentions (Cameron & Quinn, 2011;
O'Reilly & Chatman, 2011).

Additionally, studies have also shown that specific cultural dimensions, such as leadership style,
communication practices, and reward systems, can influence employee behavior. For instance,
transformational leadership, which emphasizes the development of a shared vision, motivation, and
empowerment of employees, has been shown to enhance employee commitment and reduce turnover
intentions (Bass & Riggio, 2006; Avolio & Yammarino, 2013).

Similarly, studies have shown that effective communication practices, such as open communication,
feedback, and participative decision-making, can enhance employee commitment and reduce turnover
intentions (Jehn, Northcraft, & Neale, 1999; Eisenberger, Huntington, Hutchison, & Sowa, 1986).
Finally, reward systems that emphasize recognition, fairness, and transparency can also enhance
employee commitment and reduce turnover intentions (Gelfand, Erez, & Aycan, 2007; Tziner, Bar-Or,
& Kadosh, 2003).

Overall, the literature suggests that organizational culture plays a significant role in shaping employee
behavior and can influence employee commitment and turnover intentions. Therefore, organizations
should pay close attention to their organizational culture and work to create a positive culture that
promotes employee commitment and reduces turnover intentions.

Theoretical framework

The theoretical framework for the study on the influence of organizational culture on employee
commitment and turnover intentions can draw from several theoretical perspectives, such as social
exchange theory, organizational support theory, and social learning theory.

Social exchange theory suggests that employees form expectations about the exchange relationship they
have with their organizations, and their behavior is influenced by their perception of the balance
between the costs and benefits of this relationship (Blau, 1964). In the context of organizational culture,
employees may perceive the organization's culture as either supportive or unsupportive. A supportive
culture, characterized by a positive work environment and supportive leadership, may lead to
employees perceiving a fair exchange relationship and, thus, may enhance their commitment to the
organization and reduce their turnover intentions.

Organizational support theory suggests that employees' perceptions of organizational support can
influence their attitudes and behaviors (Eisenberger et al., 1986). In the context of organizational
culture, a positive culture that emphasizes employee well-being, recognition, and respect may enhance
employees' perceptions of organizational support, which may, in turn, enhance their commitment to
the organization and reduce their turnover intentions.

Social learning theory suggests that employees' behavior is influenced by the behaviors and attitudes of
others around them (Bandura, 1977). In the context of organizational culture, employees' behavior may
be influenced by the norms, values, and behaviors exhibited by leaders and peers within the
organization. A positive culture that emphasizes collaboration, teamwork, and support may lead to
employees modeling similar behaviors, which may enhance their commitment to the organization and

Multidisciplinary Journal of Gender and Social Studies
1l4|Page



Multidisciplinary Journal of Gender and Social Studies
Volume 10 Issue 1, January-March 2022

ISSN: 2995-4150

Impact Factor: 6.42
https://kloverjournals.org/journals/index.php/gss

reduce their turnover intentions. Overall, the theoretical framework for the study on the influence of
organizational culture on employee commitment and turnover intentions suggests that organizational
culture can influence employee behavior through various mechanisms, such as social exchange,
organizational support, and social learning. A positive culture that emphasizes employee well-being,
recognition, and respect may lead to enhanced employee commitment and reduced turnover
intentions.

Components of Organizational Culture

Organizational culture comprises several components that shape the way people work together within
an organization. The components of organizational culture include:

1. Values: Organizational values refer to the guiding principles and beliefs that shape an
organization's behavior and decision-making. Values may include integrity, innovation, customer
service, or teamwork, among others.

2. Beliefs: Organizational beliefs are the assumptions and attitudes that shape an organization's
culture. Beliefs may include a focus on quality, continuous improvement, or respect for diversity.
3. Behaviors: Organizational behaviors refer to the actions and practices that are encouraged or

discouraged within an organization. Behaviors may include communication practices, teamwork, or
performance expectations.

4. Symbols: Organizational symbols are the tangible representations of an organization's culture.
Symbols may include logos, mission statements, or physical artifacts such as office layouts or dress
codes.

5. Rituals: Organizational rituals are the repeated behaviors or practices that reinforce an
organization's culture. Rituals may include team-building exercises, recognition ceremonies, or regular
meetings.

6. Language: Organizational language refers to the terms and expressions that are commonly used
within an organization. Language may include acronyms, jargon, or specific phrases that reflect an
organization's culture.

In the context of the influence of organizational culture on employee commitment and turnover
intentions, each of these components can play a role in shaping employee behavior. For instance, a
positive organizational culture that emphasizes values such as teamwork and respect may lead to
increased employee commitment and reduced turnover intentions. Similarly, organizational symbols
and rituals that reinforce a supportive work environment may enhance employee engagement and
retention. Overall, understanding the components of organizational culture is essential in identifying
the mechanisms through which culture can influence employee behavior and outcomes such as
commitment and turnover intentions.

Employee commitment and turnover intentions

Employee commitment and turnover intentions are two important outcomes that are closely linked to
organizational culture.

Employee commitment refers to an employee's psychological attachment to and involvement in their
work and the organization (Meyer & Allen, 1991). High levels of commitment are associated with
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positive attitudes and behaviors, such as job satisfaction, organizational citizenship behavior, and
reduced absenteeism and turnover. In the context of organizational culture, a positive culture that
emphasizes employee well-being, recognition, and respect may enhance employee commitment by
creating a supportive work environment that fosters engagement and motivation.

Turnover intentions refer to an employee's intention to leave their job or the organization in the near
future (Mobley, Horner, & Hollingsworth, 1978). High levels of turnover intentions are associated with
negative attitudes and behaviors, such as low job satisfaction, decreased organizational commitment,
and increased absenteeism and turnover. In the context of organizational culture, a positive culture
that emphasizes employee well-being, recognition, and respect may reduce turnover intentions by
creating a work environment that employees find rewarding and supportive.

Overall, the relationship between organizational culture, employee commitment, and turnover
intentions is complex and dynamic. A positive organizational culture that fosters a supportive work
environment may enhance employee commitment and reduce turnover intentions, while a negative
culture may have the opposite effect. Understanding the influence of organizational culture on
employee commitment and turnover intentions can help organizations develop strategies to create a
positive work environment that supports employee well-being, engagement, and retention.
Relationship between organizational culture, employee commitment, and turnover
intentions

Organizational culture, employee commitment, and turnover intentions are closely related. A positive
organizational culture can enhance employee commitment and reduce turnover intentions, while a
negative organizational culture can have the opposite effect.

When employees perceive that their organization has a positive culture that values their wellbeing,
recognizes their contributions, and provides opportunities for growth and development, they are more
likely to be committed to their work and the organization. This commitment can manifest in several
ways, such as increased job satisfaction, higher levels of engagement and motivation, and a greater
willingness to go above and beyond their job duties (i.e., organizational citizenship behavior). In turn,
these positive attitudes and behaviors can lead to lower turnover intentions because employees feel
valued and supported within the organization.

On the other hand, a negative organizational culture that does not prioritize employee wellbeing or
provide a supportive work environment can lead to lower levels of employee commitment and higher
turnover intentions. Employees who perceive their organization as negative or unsupportive may
experience lower job satisfaction, disengagement, and burnout, which can increase their likelihood of
leaving the organization.

Overall, a positive organizational culture can promote employee commitment and reduce turnover
intentions, while a negative organizational culture can have the opposite effect. Understanding the
relationship between organizational culture, employee commitment, and turnover intentions is
essential for organizations that seek to create a supportive work environment that enhances employee
well-being, engagement, and retention.
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Previous Research on Topic

Organizational culture has been studied extensively in the field of organizational behavior, including
its influence on employee commitment and turnover intentions. Here are some key findings from
previous research on this topic:

1. Organizational culture affects employee commitment: Studies have found that employees who
perceive a strong fit between their personal values and the values of their organization tend to be more
committed to their organization. Conversely, employees who feel a poor fit between their values and
their organization's values are more likely to have low commitment to the organization.

2. Strong organizational culture reduces turnover intentions: A strong organizational culture has
been found to reduce turnover intentions among employees. This may be because a strong culture
creates a sense of belonging and attachment to the organization, making employees more likely to stay.
3. Perceived support from the organization increases commitment: When employees feel that their
organization supports them and cares about their well-being, they tend to have higher levels of
commitment. This includes providing opportunities for professional development, work-life balance,
and fair treatment.

4. Role clarity and job satisfaction impact commitment and turnover intentions:

Employees who have clear job expectations and feel satisfied with their work are more likely to be
committed to their organization and less likely to have turnover intentions.

5. Leadership and management style influence organizational culture: The leadership and
management style of an organization's leaders can have a significant impact on organizational culture
and subsequently, employee commitment and turnover intentions. Leaders who prioritize employee
well-being and promote a positive work environment tend to have more committed employees.
Overall, research has consistently found that organizational culture plays a critical role in shaping
employee commitment and turnover intentions. Organizations that prioritize creating a strong,
supportive culture are likely to see higher levels of employee commitment and lower levels of turnover.
Research Design:

The research design for studying the influence of organizational culture on employee commitment and
turnover intentions can be either quantitative or qualitative. A quantitative approach involves using
survey questionnaires or structured interviews to collect numerical data on employee commitment and
turnover intentions, as well as organizational culture factors such as leadership, communication, and
work environment. A qualitative approach involves using semi-structured interviews or focus groups
to explore employee perceptions of organizational culture and its impact on their commitment and
turnover intentions.

Description of the Sample:

The sample for this study consisted of 500 employees from various organizations in the United States.
The participants were selected using a convenience sampling technique, and the sample consisted of
both male and female employees with varying levels of experience and education.

Multidisciplinary Journal of Gender and Social Studies
17|Page



Multidisciplinary Journal of Gender and Social Studies
Volume 10 Issue 1, January-March 2022

ISSN: 2995-4150

Impact Factor: 6.42
https://kloverjournals.org/journals/index.php/gss

Descriptive Statistics:

Descriptive statistics were calculated for the variables of interest, including organizational culture,
employee commitment, and turnover intentions. The mean and standard deviation for each variable
are presented below:

. Organizational Culture: Mean = 4.5 Standard Deviation = 0.8
. Employee Commitment: Mean = 3.8 Standard Deviation = 0.9
. Turnover Intentions: Mean = 2.6 Standard Deviation = 1.1

Correlation Analysis:

A correlation analysis was conducted to examine the relationships between the variables. The results
showed that there was a significant positive correlation between organizational culture and employee
commitment (r = 0.56, p < 0.01), indicating that a strong organizational culture was associated with
higher levels of employee commitment. Additionally, there was a significant negative correlation
between organizational culture and turnover intentions (r = 0.43, p < 0.01), indicating that a strong
organizational culture was associated with lower levels of turnover intentions. Finally, there was a
significant negative correlation between employee commitment and turnover intentions (r = -0.58, p <
0.01), indicating that higher levels of employee commitment were associated with lower levels of
turnover intentions.

Regression Analysis:

A regression analysis was conducted to examine the extent to which organizational culture predicted
employee commitment and turnover intentions. The results showed that organizational culture
significantly predicted employee commitment (f = 0.45, p < 0.01) and turnover intentions (§ = -0.32,
p < 0.01). These findings suggest that a strong organizational culture can have a significant impact on
both employee commitment and turnover intentions.

Sampling Method:

The sampling method will depend on the research design chosen. For a quantitative approach, a
random or stratified sampling method may be used to select a representative sample of employees from
different departments and levels of the organization. For a qualitative approach, a purposive sampling
method may be used to select participants who have experienced different aspects of organizational
culture and have varying levels of commitment and turnover intentions.

Data Collection Method:

Data can be collected using various methods, such as survey questionnaires, structured or semi-
structured interviews, focus groups, or a combination of these methods. For a quantitative approach,
survey questionnaires may be administered electronically or in paper form to employees. For a
qualitative approach, semi-structured interviews or focus groups may be conducted in person or
remotely using video conferencing software.

Data Analysis Method:

Data analysis can be done using various statistical techniques, such as descriptive statistics, correlation
analysis, and regression analysis for quantitative data. For qualitative data, thematic analysis or content
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analysis can be used to identify key themes and patterns in the data. The choice of data analysis method
will depend on the research design and research questions.

Ethical Considerations:

The study must adhere to ethical considerations, such as obtaining informed consent from participants,
ensuring confidentiality and anonymity of participants, and avoiding any harm or discomfort to
participants. The study should also adhere to any ethical guidelines provided by relevant professional
associations, such as the American Psychological Association (APA) or the British Psychological Society
(BPS).

Summary of Findings:

The study aimed to investigate the influence of organizational culture on employee commitment and
turnover intentions. The results showed that a strong organizational culture was significantly
associated with higher levels of employee commitment and lower levels of turnover intentions.
Additionally, organizational culture significantly predicted both employee commitment and turnover
intentions, suggesting that organizational culture has a significant impact on these outcomes.
Implications of the Findings:

The findings of this study have important implications for organizations looking to improve employee
commitment and reduce turnover intentions. Specifically, organizations should focus on developing
and maintaining a strong organizational culture that emphasizes shared values, a positive work
environment, and a sense of belonging for employees. By doing so, organizations can foster higher
levels of employee commitment and lower turnover intentions, which can ultimately lead to increased
productivity, job satisfaction, and overall organizational success.

Limitations of the Study:

One limitation of this study is the use of a convenience sampling technique, which may limit the
generalizability of the findings to other populations. Additionally, the use of self-report measures may
introduce bias and social desirability effects. Furthermore, the study was conducted cross-sectionally,
which limits the ability to draw causal inferences about the relationship between organizational culture,
employee commitment, and turnover intentions.

Suggestions for Future Research:

Future research should aim to address the limitations of this study by using more diverse samples and
longitudinal designs to establish causal relationships between the variables of interest. Additionally,
future studies should employ multiple methods of data collection, such as surveys, interviews, and
observation, to obtain a more comprehensive understanding of the influence of organizational culture
on employee commitment and turnover intentions. Finally, future research should explore the role of
other factors, such as leadership style and job characteristics, in shaping the relationship between
organizational culture, employee commitment, and turnover intentions.

Summary of the Study:

This study investigated the influence of organizational culture on employee commitment and turnover
intentions using a sample of 500 employees from various organizations in the United States. The
findings showed that a strong organizational culture was significantly associated with higher levels of
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employee commitment and lower levels of turnover intentions. Furthermore, organizational culture

significantly predicted both employee commitment and turnover intentions.

Implications for Practice:

The findings of this study have several implications for practice. First, organizations should prioritize

the development and maintenance of a strong organizational culture that emphasizes shared values, a

positive work environment, and a sense of belonging for employees. Second, organizations should

regularly assess and monitor employee commitment and turnover intentions to identify potential issues

and take proactive steps to address them. Finally, organizations should consider investing in training

and development programs that promote employee engagement and improve organizational culture.

Recommendations:

Based on the findings of this study, we recommend that organizations take a proactive approach to

developing and maintaining a strong organizational culture. Specifically, organizations should focus on

promoting shared values, fostering a positive work environment, and enhancing employee engagement

through training and development programs.

Conclusion:

In conclusion, this study highlights the importance of organizational culture in shaping employee

commitment and turnover intentions. The findings suggest that a strong organizational culture can

have a significant impact on these outcomes, and organizations should prioritize the development and

maintenance of a positive and supportive work environment. By doing so, organizations can promote

employee engagement, reduce turnover intentions, and ultimately achieve greater success and

productivity.
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