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Abstract  

This article summarizes the flow of research aimed 

at developing and validating the engagement and 

commitment of employees in the organization of 

work. Based on a series of studies, employees from 

different organizations have provided evidence of 

productivity, convergence and discrimination for this 

instrument. In addition, satisfactory hopes of the test-

test and internal reliability were found. Standards for 

men and women are based on the available sample. 

Potential tool constraints and future research needs 

on this topic have been reviewed. Both theoretical 

efforts to explain constructive and empirical efforts 

to identify predecessors and engagement results have 

been repeatedly identified as an important variable in 

understanding employee behaviour in organizations. 
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I. INTRODUCTION 

In recent years, the interest on the concept of 

organizational commitment by social scientists has 

increased significantly [1]. This concern has been 

expressed both by theoretical efforts to explain the 

construct and by empirical efforts to determine the 

precedent and the outcome of the commitment. 

Through various investigations, commitment is 

repeatedly identified as an important variable in 

understanding the work behaviour of employees in the 

organization [2]. There are several possible reasons 

why the commitment received this benefit. First, 

according to theory, the dedication of an employee to 

an organization must be a very robust predictor of 

specific behaviour, especially sales. People who are 

committed are likely to stay in the organization and 

want to work toward that goal [3]. Second, the concept 

of commitment is intuitively attractive to both 

managers and social scientists Interest in raising 

employee's affection is most often the case in early 

research of employee's loyalty From the employee’s 

side to the behaviour allowed. Third, the deepened 

understanding of the organization's commitment is to 

understand the nature of a more general psychological 

process, where people identify objects in the 

environment and choose not to make sense from this 

environment, there is a possibility to be useful [4]. We 

will help to some extent to explain how people find a 

purpose in life. Recent investigations are characterized 

primarily by one sample, one survey methodological 

approach. Since general agreement on the method of 

conceptually grasping and measuring the concept has 

not been obtained and approach has become more 

difficult. 

Recent work on topics has been marked with an 

exemplary methodological approach. Somewhat 

systematic or programmatic scientific research is being 

conducted [5]. Engagement studies are becoming more 

difficult due to the lack of common understanding of 

the best conceptualization and measurement of the 

concept. In this article, trying to overcome this 

problem by looking at the flow of research that took 

place over a one-year period includes involving more 

than 30 employees from three very different 

organizations. 

The approach to the definition of organization 

engagement is quite different. Recognizing of the 

identity of a social partner is independent, expressive 

structural phenomena that occur, to connect the 

identity of the human organization [6]. Attitude, 

orientation, organization, and social system its energy 

and loyalty Individual dedication to the social 

relationship being done is due to individual 

organizational transactions, changes in side betting 

and investment. 

Depending on the state and processes that 

individuals are active, supporting own involvement, 

and what is associated through these actions, 

(1) Includes something from the concept of 

membership, (2) It reflects the current situation of the 

individual, (3) has a certain prognostic potential to 

provide predictions of some aspects of efficacy, 

motivation for work, spontaneous input and other 

relevant outcomes. 

Balance behavior is a socially acceptable behavior 

and is beyond the official and / or normative 

expectations associated with the subject of 

engagement [7]. Commitment to organizational goals 

and values Partisanship, the role of men in relation to 
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the goals and values for the organization, for the 

organization, rather than purely the value of the 

instrument. 

Despite this diversity, several trends are obvious. In 

particular, many of these definitions focus on 

involvement behavior [8]. For example, when we talk 

about the fact that someone or being bound by their 

actions talk about behavior beyond formal and / or 

normative expectations we really focused on the 

express expression of promises it is. Such behavior 

It represents a refunded cost within an organization 

that an individual has abandoned a surrogate act and 

decided to contact the organization. 

The second trend emerging from the available theory 

is to define a commitment to the attitude [9]. This 

means that when an individual's identity is related to 

the organization, there is an attitude towards the 

attitude. 

The effort to set up this way represents a situation 

where an individual wishes to maintain membership to 

identify specific organizations and their goals and to 

facilitate these goals. Such involvement often involves 

prizes with organizations and exchange relationships 

that individuals attach to the organization receiving 

payment [10]. In this second approach to 

organizational involvement, we are mainly interested, 

although some aspects of the involved behavior are 

defined. 

For the development of the device, the organization's 

engagement was defined as the relative power of 

personal identification and engagement with a 

particular organization. It can be characterized by at 

least three factors: 1) Strong faith in poor acceptance 

of organizational goals and values. 2) Motivation to 

make significant efforts for the organization. 3) 

Willing to retain membership in the organization. 

This defined engagement is just something outside 

the passive loyalty to the organization [11]. It involves 

an active relationship with the organization that 

individuals happily give to contribute to the 

organization's happiness; Observers can therefore 

conceive not only the presentation of individual beliefs 

and opinions, but also engagement from their own 

actions. It is important to note that this definition does 

not rule out [12]. It is possible (or even possible) 

individuals to engage with other aspects of the 

environment, such as families and unions and political 

parties. It's just a matter, regardless of these other 

possibilities. 

Organized stakeholders tend to manifest the three 

types of behavior defined in the above definition. As a 

relationship, engagement differs from the concept of 

job satisfaction in several aspects. First of all, 

engagement as a construction is more globalized, 

reflecting the overall emotional response of the entire 

organization [13]. Meanwhile, job satisfaction reflects 

the answers to specific aspects of your work and work. 

Therefore, commitment we highlight the obsession of 

labor organizations, including goals and values, while 

satisfying the specific work environment in which 

employees perform their duties. 

In addition, the organization's commitment must be a 

little more stable than job satisfaction [14]. Daily 

workplace events can affect employee satisfaction, but 

due to such temporary events, employees do not have 

to seriously reassess attachment to the entire 

organization. Available longitudinal evidence supports 

this view. The attitude of engagement seems to 

develop slowly but consistently when people think of 

their relationship with each other and their employers. 

That's what the results are provided by the definitions 

and the theories available [15]. On the other hand, the 

level of satisfaction has diminished over time, 

reflecting richer responses to specific and specific 

aspects such as wages and work environment 

supervision. One can find evidence of this temporary 

satisfaction. The scale of organizational engagement is 

as varied as the definition. These basic measuring 

devices consist of a scale of 2 to 4 elements, created a 

priori and with little or no data on validity and 

reliability. For example, there are four positions 

consisting of company seniority, company 

identification, relationship to company managers, 

general attitude towards the company. 

In all, there is little evidence of a systematic or 

comprehensive approach to determining stability, 

consistency, or predictability different tools. 

Researchers rely on the person's validity. When 

advances are made to make meaningful research into 

concepts of engagement, it is possible to carry out 

useful research on their nature and results, tools that 

show acceptable psychological characteristics. It is 

within the limits of load measurements [16]. Such 

instruments are presented here together with the 

available psychological laboratory findings so far. The 

data summarized here is an initial effort to develop an 

organizational commitment measure and are presented 

to stimulate further development. 

In investigate the psychometric characteristics of the 

equipment, a verification strategy was invented. 

However, different samples, a general measure of the 

promise. To achieve this, we had to collect data on 



ISSN 2456-8066 

International Journal of Advanced Engineering and Management 

 

 

 

Satyapriyo Dev, “Organizational Dedication Measurement Tolls,” International Journal of Advanced Engineering 

and Management, Vol. 2, No. 11, pp. 263-269, 2017. 

DOI: https://doi.org/10.24999/IJOAEM/02110057                                                         

265 

validity and reliability. This is for different types of 

employees in different work environments. 

To provide such data, a number of empirical studies 

have begun. The results of these studies are based on 

the efficiency of the device. 

II. MEASUREMENTS 
Various means were used to evaluate the predictive, 

convergent and discriminatory validity of 

questionnaire. Since not all scales are available in each 

study. The measures will be briefly described below. 

Source attachment file for organization [17]. We use a 

factor of twelve elements to measure the impact that 

different aspects of the workplace, workplace, or 

organization felt wanting to stay or leave the 

organization. The seven measures from 'strong 

influence' to 'strong influence on living' measure 

twelve potential source of love. The total score 

reflecting the overall impact on residence or 

withdrawal is obtained by averaging individual items. 

Since the desire to leave it as part of the organization 

is a central element of organizational commitment, we 

believe that the individual's commitment to the 

organization measured by questionnaire is positively 

linked to the overall strength of the individual 

attachment It was done. 

A. Questionnaire  

1. I usually expect to make this organization a 

success. 

2. I belive that, this organization as a wonderful 

organization for my promotion. 

3. I feel some loyalty to this organization. 

4. I will contribute my level best for any 

development of this organization. 

5. I see that my values and organizational values are 

very similar. 

6. I am proud to tell others that I am a member of 

this organization. 

7. I can do as I can work for different organsation. 

8. I'm longing because the types of work were 

similar.  

9. This organization motivates me to have the best 

sense of accomplishment of my job. 

10.  I rarely change my current scheme. 

11.  I am very glad that I chose this organization.  

12. There is no good idea to stick to this organization 

for an undetermined amount of time. 

13. I often find it difficult to agree with the policy of 

this organization for important matters affecting 

employees.  

14. For me, this is the best among all possible 

organizations that can work. 

15. It was a mistake in my country to decide to work 

for this organization.  

Note. The response of each element is measured with a 

7-degree scale 

1) strongly opposed. 

2) Do not agree moderately.  

3) I disagree with slightly.  

4) Neither agree nor agree.  

5) Poor consensus.  

6) Moderate Agree  

7) Strongly Agree.  

Each sample and responses were measured on a 7-

point agree-disagree. The developers of the instrument 

have reported acceptable validity and reliability data 

for the measure. Job involvement represents a close 

attachment to a particular job rather than the larger 

organization. Although employees highly involved in 

their job may also be highly committed to the 

organization, many jobs transcend particular 

organizational settings Results are shown in Table 1 

and 2. 

It was therefore predicted that organizational 

commitment would be moderately rather than highly 

related to job involvement. 

III. JOB SATISFACTION  

This tool measures five specific aspects of work: 

employee satisfaction from colleagues, work itself, 

supervision, rewards and opportunities for promotion. 

While job satisfaction seems to require employees to 

assess their specific and specific aspects, their 

commitment reflects a more global and robust 

assessment in the organization. Therefore, although 

the two components of posture are likely to be 

associated with high values, the relationship between 

work satisfaction and organizational commitment is 

not very high [18].  

Career satisfaction.  

This scale represents a three dimensional measuring 

instrument showing how employees are satisfied with 

their occupations. Carrier satisfaction measurements 

were available for two examples. 

For employees of banks, telephones and retail 

management samples, we measure total exciting 

power with goal attainment goal 29. 29 potential 

instruments were requested on a 7 point scale 

requested by respondents and 29 positive and negative 

result respondents associated with work were also 

evaluated with a score of 7 with 29 results it showed 

what it was. A completely exciting power score was 

calculated for each respondent via each subject's 

spiritual product and the corresponding value of that 

product. Given that the motivation of the organization 

is part of the organization's commitment, the positive 

relationship between force majors and incentives is 
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considered to provide consistent effectiveness to 

questionnaire. 

A. Intrinsic Motivation 

A measure of intrinsic motivation associated with 

the job was collected from the public employees using 

a single measure by asked respondents to indicate the 

extent of their agreement on a seven point scale to the 

statement doing their job well gives me a good feeling 

[19]. Following a similar line of reasoning to that 

stated for motivational force, it was felt that 

employees more highly committed to the organization 

would also express higher levels of intrinsic 

motivation. 

The inquiries about the questionnaire of the 

organization, has asked for an inquiry to inquire about 

the construction cost and labors. In this case, the 

suggestion is that it is a constitutional dispute with 

more information than any other organization, which 

is why it is a special organization. Satisfaction directs 

them to the beginning of experimental and 

experimental training [20]. What is the highest level of 

population in the United States of America? En fait, 

the projection of the organization of the organization, 

is based on the status of a particular organization 

partial or substitute person. The specification of the 

celli deviates in the specific form of a special place in 

the laboratory locators (or computing projections) in 

the form of special compartments.  

IV. DISCUSSION 

Defining the reliability and validity of measuring 

instruments based on research and research using 

several different measuring methods and strict criteria 

to measure similar attitudes and structures of different 

attitudes [21]. The extent to which the high standard 

set by these authors can be met is limited by the 

general measurement method applied both during and 

between the study, the sophisticated level of attitude 

measurement, and the theoretical understanding of the 

structure it has been. If the attitude we are trying to 

measure is more reasonable, in light of these 

limitations, we evaluate the properties of certain 

instruments with regard to the reliability and reliability 

available for generally accepted attitudes can do. With 

this in mind, we can draw some conclusions on the 

usefulness of the organization's commitment 

questionnaire in organizational research [22]. Strong 

evidence on the internal consistency and reliability of 

the questionnaire retest has been presented. Compared 

with other measures, the position of are fairly 

homogeneous, and the results suggest that the general 

proportion of organization participation is relatively 

stable in a short period of time. Evidence of acceptable 

level of convergence, discrimination, and 

predictability is also provided, especially in 

comparison with other similar means. However, the 

results of the analysis of the validity of the three types 

require more comment to take these findings into 

perspective. 

The accidental evidence of questionnaire is 

suggested by a moderate correlation between the 

organization's commitment and one of the components 

of the definition of similar attitudes (such as the origin 

of the organization attachment) and the definition of 

organizational commitment (eg, force) it was [23]. 

Motivation for execution. Evaluation of the accuracy 

of discrimination is evaluated by examining the 

relationship between career and job satisfaction and 

specific aspects of work and work environment [24]. 

There is a reasonable correlation between the 

commitment and some of the satisfaction 

measurements and when we divide the percentage of 

the shared variance by the measurement that seldom 

exceeds the value the correlations found for 

convergence are discriminatory although they are on 

average larger than the correlations found for the 

validity differences, they are not as large as desirable. 

To show that questionnaire is strongly related to 

similar constructs rather than different constructs, 

correlation with smaller values of differences would 

be more desirable [25]. But the most important thing 

to evaluate the effectiveness of questionnaire is the 

pattern of both analysis results. It has been found that 

questionnaire is generally not related to different 

attitude measures, but to a similar measure, leading to 

the conclusion that the relationship between 

commitment and satisfaction is not so high, measuring 

the same approach. Compared to evidence from other 

activities, the results of this pattern suggest that it has 

acceptable levels, but not perfect, of convergence and 

discrimination. 

Evidence of the questionnaire submissive validity 

has been communicated with a reasonable and 

consistent relationship with the expected direction 

between the commitment and rate of employee 

turnover, the rate of absences, the organization's tenure 

and the amount of work it was working [26]. The size 

of these relationships was not often high. However, it 

is determined not just the commitment to the 

organization but also to the complex factors that 

reflect the behaviour of employees in the organization. 

Due to the complexity of activity decisions, such as 

turnover and lack, it is surprising that an indicator of 
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individual attitudes that will be particularly relevant to 

specific behaviour. 

V. CONCLUSION 

 The results presented here indicate that the 

organization's commitment is not as good as in some 

cases as regards the most commonly used measure of 

posture, such as job satisfaction. . The compromise has 

proved to be a better and more stable forecast on sales 

and performance at group level, if the relative 

predictive power that has committed to fulfilling job 

satisfaction is possible. These results show that the 

organization's commitment is an important component 

to include other decision makers in shaping and 

investigating the behaviour of employees in the 

organization. Based on questionnaire experience, some 

ads are recommended for users who can use the 

equipment. At first, questionnaire is the type of 

instruments that respondents can easily be violent if 

such a tendency exists. It is not intended to cover the 

article in a way that makes it difficult for the 

respondents to manipulate their score. In this regard, 

the results of certain questionnaire administration may 

depend to a certain degree on the management 

situation. Researchers interested in using questionnaire 

should be aware of the possibility that employees can 

distort responses if they feel threatened by completing 

a questionnaire or if they do not know how to use the 

answers. Therefore, when using questionnaire, it is 

important to pay attention to the management of the 

survey. Experience to date with the questionnaire 

suggests several cautions to potential users of the 

instrument. First, the questionnaire is the type of 

instrument which respondents may easily dissemble, if 

they are so inclined. The intent of the items is not 

disguised in such a way as to make it difficult for 

respondents to manipulate their scores. In this regard, 

the results of any particular administration of the 

questionnaire are likely to be somewhat dependent 

upon the circumstances of administration. Researchers 

interested in using the questionnaire should be aware 

of the possibility that employees may distort their 

responses if they feel, for example, threatened by 

completing the questionnaire or are unsure how their 

responses will be used. It is important in using the 

questionnaire, therefore, to exercise appropriate 

caution in administering the questionnaire. Job 

performance relationships are in order. 
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Table 1: ANOVA Test Result 

Groups Count Sum Average Variance 
  Row 1 15 65.1 4.34 1.948286 
  Row 2 15 70.2 4.68 1.078857 
  Row 3 15 73.4 4.893333 3.199238 
  Row 4 15 71.5 4.766667 4.102381 
  Row 5 15 82.8 5.52 1.627429 
  Row 6 15 73.9 4.926667 3.066381 
  Row 7 15 79.1 5.273333 2.349238 
  Row 8 15 69.2 4.613333 3.49981 
  Row 9 15 76.8 5.12 1.273143 
  Row 10 15 74.5 4.966667 2.159524 
  Row 11 15 70.4 4.693333 3.439238 
  Row 12 15 63.9 4.26 3.656857 
  Row 13 15 66.1 4.406667 3.123524 
  Row 14 15 77.4 5.16 3.184 
  Row 15 15 74.1 4.94 2.239714 
  ANOVA 

      Source of Variation SS df MS F P-value F crit 

Between Groups 26.17973 14 1.869981 0.702162 0.770984 1.739123 

Within Groups 559.2667 210 2.663175 
   Total 585.4464 224 

     

 
 
 
 
 

 
 
 
 

Table 2: Correlations between each variables 
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Var 1 1 
              

Var 2 0.45 1 
             

Var 3 -0.10 0.51 1 
            

Var 4 0.41 0.49 -0.15 1 
           

Var 5 0.35 0.28 0.01 0.04 1 
          

Var 6 -0.13 0.13 0.18 -0.21 0.24 1 
         

Var 7 0.13 0.15 0.49 0.12 -0.01 0.09 1 
        

Var 8 -0.32 0.09 0.32 -0.01 0.22 0.19 0.51 1 
       

Var 9 0.17 0.36 0.07 0.14 0.60 0.32 -0.06 -0.12 1 
      

Var 10 -0.01 0.51 0.63 -0.27 0.39 0.26 0.06 0.27 0.37 1 
     

Var 11 -0.18 0.26 0.02 -0.14 0.19 0.41 -0.40 0.03 0.44 0.47 1 
    

Var 12 0.65 0.48 0.32 -0.02 0.48 0.23 0.08 -0.19 0.24 0.42 0.07 1 
   

Var 13 0.40 0.03 0.39 -0.19 0.02 -0.19 0.31 -0.06 -0.30 0.08 -0.59 0.43 1 
  

Var 14 -0.38 -0.44 -0.34 -0.33 0.28 0.23 -0.26 0.44 -0.36 -0.05 0.032 -0.17 -0.17 1 
 

Var 15 -0.04 -0.09 0.08 -0.46 -0.12 -0.18 -0.47 -0.37 -0.36 0.18 0.13 0.25 0.27 0.20 1 

  


