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ABSTRACT
Retention of employees has become a critical issue in the corporate arena. With the increasing trend of frequent job
switching among employees, it is a big challenge for HR managers today. As organizations constantly struggle to
increase profitability and success, one way to achieve competitive advantage is to begin with an organizations internal
culture. Organizational culture acts as glue and binds the employees for shared purpose. The study was aimed at
assessing the impact of organizational culture on employee commitment in public and private sector Telecom companies
in India. The study was conducted in two public and two private Telecom companies by using organizational culture
questionnaire (Chinnapan) and employee commitment questionnaire (Meyer and Allen). Data was analyzed by ANOVA,
correlation, regression and one sample t test. The findings suggest that private sector employees are more committed as
compared to public sector employees.
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INTRODUCTION
Culture at the workplace, is very powerful force, which is consciously and deliberately cultivated and is
passed on to the incoming employees. It is the thread that holds the organization together. Organizations today
are facing challenges and opportunities due to the constantly changing world of business. Moreover,
increasing number of remote workers, multiple office locations, and globalization are the factors that require
organizational leaders to find ways to unite those often-disparate people and practices. As one of the
practitioners writes, when it is common place for enterprises to stretch around the globe, culture provides the
glue that creates trust and a sense of shared purposes (A.K. Wiete, 2013). As a large body of research
indicates the achievements of an organization are only possible through dedication and work of its employees
(Lok, 1999; Naiker,2008; Uddin,2013; Sulakshna,2013). Human capital, which gives competitive edge due to
its uniqueness, is one of the resources that work as a pillar for an organization (Holland, Sheehan and
DeCieri,2016). Not even the latest technologies would be able to produce the targeted results for the
organization without the right people with right attitude to utilize them. Thus, the employee commitment is a
crucial factor for the organizational survival and growth (Chinnapan, 1995). Employees who are committed
are liable to increase their performance and devote their time to the organization (Saal & Knight, 1987).
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ORGANIZATIONAL CULTURE AND EMPLOYEE COMMITMENT
Hofstede (1980) defined culture as the collective programming of the mind which distinguishes the members
of one organization from another. This included shared beliefs, values and practices that distinguished one
organization to another. Harrison and Stokes (1993) identified four culture types namely power culture, role
culture, achievement culture and support culture. Hellriegel, Slocum and Woodman (2001) described four
types of cultures: bureaucratic culture, clan culture, entrepreneurial culture and market culture. This study uses
the dimensions of organizational culture used by Chinnapan(1995) namely (i) Organizational philosophy (ii)
group norms (iii) team work (iv) management support (V) organization of work (Vi) reward system (vii)
Decision making and (viii) conflict management.

Therefore, the purpose of this study is to find the impact of organizational culture on employee commitment
in selected telecom companies.

OBJECTIVES OF THE STUDY
1. To study the impact of organizational culture on employee commitment in public and private sector telecom

companies in India.

2. To examine the difference between the organizational culture of public and private sector telecom
companies in India.

3. To determine the variations between the commitment level of employees in public and private sector
telecom companies in India.

HYPOTHESES OF THE STUDY
To study the contribution of organizational culture on employee commitment in both public and private sector
and compare the organizational culture and commitment in public and private sector null hypotheses were
made.

H01: There is no contribution of organizational culture towards the commitment of employees in public and
private sector telecom companies in India.

H02: There exists no significant difference between the organizational culture of public and private sector
telecom companies in India.

H03: There exist no significant variations between the commitment level of employees in public and private
sector companies in India.

METHODOLOGY
Data was collected from major telecom players like Bharti Airtel, Vodafone, Idea and BSNL and MTNL (now
acquired by BSNL) Offices located in Delhi NCR. The convenient sampling method has been used for this
study. The respondents are both technical and non-technical employee of upper and lower middle level of
different departments of telecom companies. The present study is a comparative study therefore the total
samples has been divided into two equal parts i.e. (N=250) for each sector.

Both primary and secondary data has been used for this study. The instruments used for the study are
Employee Commitment Scale by Meyer and Allen (1987) with the reliability coefficient of 0.85 and
Organizational culture scale by Chinnapan (1995) with the reliability coefficient of 0.87.

The responses collected through the questionnaires has been analyzed with Mean, Standard deviation,
Correlation, Regression, Analysis of Variance and One Sample T test.
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TABLE 1. Variables of the Study

Independent variable (Organizational Culture) Dependent variable (Employee Commitment)

1. Organizational Philosophy

2. Group Norms

3. Team Work

4. Management Support

5. Organization of Work

6. Reward System

7. Decision Making

8. Conflict Management

1. Affective Commitment

2. Continuous Commitment

3. Normative Commitment

ANALYSIS
To arrive at a pertinent result, the collected data was put through a statistical analysis using SPSS 20. The
tools, which were employed to test the drafted hypotheses for analysis included: correlation and regression,
ANOVA and t test for the comparison of two sectors. The results of the analysis through SPSS are explained
below:

Hypotheses H01: There is no contribution of organizational culture towards the commitment of employees in
public and private sector telecom companies in India.

The effect of organizational culture dimensions on employee commitment has been analyzed by applying the
multiple regression analysis. The major objective of the regression analysis is to make it possible to predict
one variable in terms of others. This analysis exhibits contribution, direction and strength of the relationship
between dependent and independent variables. The Regression table for organizational culture and employee
commitment in public sector (N=250) is

TABLE 2 REGRESSION TABLE FOR ORGANIZATIONAL CULTURE AND EMPLOYEE
COMMITMENT

Organizational Culture Dimensions
(Independent variables)

Employee Commitment (Dependent variable)

Beta value t value
Organizational Philosophy -.088 -.715
Group Norms .408 2.906**
Team Work .534 3.518**
Management Support .615 8.305**
Organization of Work .205 2.543**
Reward System .558 3.734**
Decision Making .306 1.580
Conflict Management -.877 -10.491**

R2 value .674

* p <0.05, ** p < 0.01
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TABLE 3 COMPARATIVE RESULTS FROM REGRESSION TABLES

Public Sector Private sector

From the regression table, it is depicted that
organizational culture dimensions explain 60.4% of
variance in employee commitment in public sector.

Organizational culture dimensions explain 67.4% of
the variance in employee commitment in private
sector.

There are five dimensions of organizational culture
namely group norms, team work, organization of
work, decision making and conflict management
which are positively associated with employee
commitment.

Group norms, team work, management support,
organization of work and reward system are
positively associated with employee commitment.

Decision making contributes maximum (52.6%)
followed by group norms (41.2%), team work
(33.4%), organization of work (33.1%) and conflict
management (22.1%).

Management support contribute maximum (61.5%)
followed by reward system (55.8%), team work
(53.4%), group norms (40.8%) and organization of
work (20.5%).

Hence it rejects the null hypotheses that there is no contribution of organizational culture dimensions on
employee commitment in both the sectors and accepts alternate hypotheses that there is impact of
organizational culture on employee commitment in both public and private sector telecom companies.

To test the significance and to undertake a comparative study between public and private sector telecom
companies regarding their organizational culture and employee commitment, t test is applied. The hypotheses
tested here are

H02: There exists no significant difference between the organizational culture of public and private sector
telecom companies in India.

H03: There exist no significant variations between the commitment level of employees in public and private
sector companies in India.

TABLE 4 ORGANIZATIONAL CULTURE AND TYPE OF SECTOR STATISTICS IN BOTH
PUBLIC AND PRIVATE SECTOR

Type of sector N Mean Std. Dev.

Organizational culture Public sector 250 2.9840 .17221

Private sector 250 3.0804 .15970

TABLE 5 INDEPENDENT SAMPLE T TEST FOR ORGANIZATIONAL CULTURE IN TWO
SECTORS

Levene’s test for Equality
of Variances

t-test for Equality of Means

Sig. (2- tailed)

F Sig. T Df

Equal variance
assumed

3.779 .052 -6.491 498 .000

Equal variances not
assumed

-6.491 495.194 .000



725 Dr. Alka Sharma, Dr. Swati Singh

International Journal of Engineering Technology Science and Research
IJETSR

www.ijetsr.com
ISSN 2394 – 3386

Volume 4, Issue 12
December 2017

The table shows that there are 250 employees from the public-sector telecom companies and 250 employees
from private sector telecom companies. The mean value of public sector telecom companies is 2.9840 and
private sector telecom companies are 3.0804. The independent sample t test shows that the significance value
of Levene’s t test for equality of variance is .052 which is greater than 0.05. It means that the population from
which sample has been taken have equal variances. So, we interpret the 1st row, which shows the significant
value (2-tailed) i.e. .000 which is less than 0.05. So, null hypothesis (H02) is rejected that is there is no
significant difference between the mean score of public and private sector telecom companies regarding their
organizational culture. It concludes that there is significant difference between the organizational cultures of
public and private sector organizations.

TABLE 6 EMPLOYEE COMMITMENT AND TYPE OF SECTOR STATISTICS

Type of sector N Mean Std. Dev.

Employee Commitment Public sector 250 2.9170 .19918

Private sector 250 3.0254 .21118

TABLE 7 INDEPENDENT SAMPLE T TEST FOR EMPLOYEE COMMITMENT IN TWO
SECTORS

Levene’s test for Equality
of Variances

t-test for Equality of Means

Sig.
(2-
tailed)

F Sig. T Df

Equal variance assumed .439 .508 -5.903 498 .000

Equal variances not assumed -5.903 496.304 .000

The table shows that the mean value of public sector telecom companies is 2.9170 and private sector telecom
companies are 3.0254. The independent sample t test shows that the significance value of Levene’s t test for
equality of variance is .508 which is greater than 0.05. It means that the population from which sample has
been taken have equal variances. So, we interpret the 1st row, which shows the significant value (2-tailed) i.e.
.000 which is less than 0.05. So null hypothesis (H03) is rejected that is there is no significant variation
between the mean score of public and private sector telecom companies regarding their employee
commitment. It concludes that there are significant variations between the commitment levels of employees in
public and private sector telecom companies.

FINDINGS
 There is impact of organizational culture on employee commitment. As dimensions of organizational

culture contribute towards the employee commitment in both the sectors.

 In public sector, there is 60.4% of variance in commitment due to organizational culture dimensions.
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 In private sector, there is 67.4% of variance in commitment due to organizational culture dimensions.

 Decision making contribute maximum in public sector toward commitment and in private sector
management support contribute maximum.

 Mean values shows that organizational culture values in private sector is more as compare to public
sector. So there is difference in the organizational culture of both the sectors.

 Employee commitment in private sector is found to be more as compare to private sector. So there is
significant variations between the commitment levels of the two sectors.

SUGGESTIONS
 Defensive elements within the organizational culture should be reduced and constructive factors

should be encouraged to increase the commitment.

 Organizations should assess their cultures and commitment of their employees periodically. This
helps to fill the gaps between present culture and desired culture, which helps in improving
commitment.

 Participatory approach should be encouraged to increase the commitment.

 Building trust trough open communication must be encouraged.

 Introducing a performance bonus would help to improve the commitment level of employees in public
sector.

 Awarding employees who have put 15-25 years of service in the organization and conducting
celebrations for the retired employees could be organized meaningfully as a mark to recognize the
contribution and loyalty of employees.

Limitations of the study

 The limitation of this empirical study is related to the sample. The sample is drawn from companies
operated in northern region of India. And there are regional variations in multi-linguistic and multi-
cultural country.

 The study concentrates on four companies of telecom sector. But they cannot give the clear picture of
whole telecom sector

 The majority of respondents have been taken from easily approachable branches. So it limited the
scope and depth of analysis.

 Response rate is low. Employees were feeling uncomfortable in revealing their income.

 Survey used in this study is cross-sectional design, which entails obtaining the results at a single point
of time. A longitudinal study, conducted over time, would be of value.
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