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Abstract

Introduction: There have been given a much higher importance to employee commitment and retention 
since India is experiencing the highest attrition rate globally Economic Times, 20151. Hence, considering 
the factors of Person-job fi t to interpret the impact towards work commitment is very well essential, 
especially in the current scenario. Work Commitment is a vital element in any organization which has 
outstanding impact on productivity and functioning and hence it is very much vital to have a committed 
workforce which is necessary in this competitive environment and tight labour market. In the same 
way, there is considerable amount of evidence that if P-J fi t is high then it will have a direct impact on 
organization commitment also. Person-job fi t is the compatibility between person’s competency and 
abilities and the requirements of the job Zheng et al.2. If there exists a mismatch between person-job fi t 
then the consequences might result in poor work commitment, low job satisfaction and extremely lower 
involvement in the job.

Objective:This study analyzed the key factors that contribute to Person- job compatibility among 
IT workers and also analyzed the relationship and impact of Person- job compatibility towards work 
commitment.

Methods: Exploratory Factor Analysis (EFA) was used to fi lter the key factors initially, followed by a linear 
regression technique to determine the impact of Person- job compatibility factors in work commitment 
on a sample of 300 employees. EFA used Principal Component analysis for extraction and Promax for 
rotation. Finally regression analysis was carried out to predict the work commitment through statistically 
signifi cant person-job compatibility variables.

Results: The impact of person-job compatibility on work commitment was studied through regression 
analysis and it imply that for every unit increase in HR Policy, a 0.52(unstandardised coeffi cients) increase 
in work commitment is predicted and it has been turned out as a most impacting variable to predict work 
commitment. The coeffi cients for Relationship (B =.330, sig =.000), HR Policies (B =.519, sig =.000), 
Pay and Benefi ts (B =.386, sig =.000) and Employee Growth (B =.290, sig =.001) were statistically 
signifi cant, since its p-value is .000 which is smaller than .05. The coeffi cients for Work Autonomy (B 
=.154, sig = .081) was not statistically signifi cant, since its p-value is 0.081 which is greater than.05.

Conclusion: The major factors responsible for creating work commitment among IT employees are 
Relationship, HR Policies and strategies, Pay and benefi ts, Work autonomy and Employee growth. The 
most contributing regressors which accounts for creating work commitment are HR policies, Pay and 
benefi ts, Employee growth and work autonomy.

Key words: person-job compatibility, work commitment, exploratory factor analysis (EFA), linear 
regression, perceived compatibility, self-fulfi llment, autonomy, job environment factors.
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 INTRODUCTION

The fi t is actually defi ned as the employee’s “Per-
ceived compatibility or comfort level” with the job, orga-
nization, environment, community and culture3. The cur-
rent study emphasizes more on person- job compatibility 
because specifi c job factors, namely job knowledge, de-
mands and skills should match job expectations and re-
quirements and the person’s competency level. 

Person-job compatibility is described as “how 
compatible an employee is with different work situations 
and the workplace environment”. Person- job compatibil-
ity is how content an individual is with his or her job. It is 
clearly a person – job fi t, which matches the abilities of the 
person and the demands of the job4. Various researchers 
argued that the person job fi t is the key to maintain a com-
mitted workforce, especially in a well challenging work 
environment Bowen et al.5, Kristof6. 

The success of an organization7 depends on the ap-
propriate use of manpower which will be an auxiliary to 
all other assets.Satisfi ed employees have greater morale, 
oneness and promote cohesiveness among the members of 
the organization8, which leads to enhanced organizational 
performance. 

Person- job compatibility also refers to the “extent 
to which workers or job applicants have preferences for 
job characteristics that are consistent with the actual char-
acteristics of the job”9. Person- job compatibility is asso-
ciated with various factors such as turnover and supervi-
sory ratings of job performance. A study10 of concluded 
that the degree of fi t between the employee and job may 
affect both productivity and work commitment. A meta 
analysis11  explored the relationship between person-job 
fi t, person-organization fi t, person-group fi t, person-su-
pervisor fi t with pre-entry and post-entry level, which in-
cludes attitudinal behavior, turnover, performance, strain 
and occupancy period. This meta-analysis concentrated 
to fi nd out various ways in which fi t was conceptualized 
and measured, the moderators and its interrelationships 
between different fi ts. 

The main body of research on Person-/job fi t has fo-
cused on scrutinizing various relationships it has with other 
fi ts and some outcome variables, the current study empiri-
cally found out the linear relationship between Person- job 
compatibility factors and work commitment and also to fi nd 
out  the most important factors which predict the level of 
work commitment of IT employees. This approach would 
enable us to evaluate the relative importance of various 
Person- job compatibility factors which helps in predicting 
work commitment. Person-job compatibility factors which 
acts as a predictor variable comprises job factors, self ful-
fi lment factors, job environment factors and independent 
autonomy factors. The current study used these predictor 
variables to predict the criterion variable namely the work 
commitment. Work commitment is an attitude which is a 
stable and generalized one when compared to job satisfac-
tion which is more dynamic. Carmelite12 found that job sat-
isfaction played a mediating role to predict job performance 
through work commitment. Morrow and Elroy13, has stud-
ied work commitment which has four measures, including 
(job involvement, organizational commitment, work ethic 

endorsement and intention to remain) and job satisfaction 
of public agency employees.

Workers who have better fi t with their work envi-
ronment generally display greater work satisfaction. They 
tend to be more committed to their organization and  have 
less intention to leave than employees with poor fi t. Dis-
position based studies have gained  renewed  interest since 
performance is a mixture of perception and feelings14. The 
personality of the employee was inevitable in determining 
the level of job satisfaction when he was equipped with 
job description15. People whose personalities are compat-
ible with their work may demonstrate greater productiv-
ity in their work. The employees with a better work envi-
ronment fi t also show less work-related stress and fewer 
physical symptoms, which could result in lower absentee-
ism  in the organization.

The purpose of this study is to identify the person- 
job compatibility factors, namely job related factors, self-
fulfi llment factors, autonomy factors and job environment 
factors and its impact on the work commitment of em-
ployees. The basic hypothesis of the study is that the work 
commitment level can be signifi cantly increased by the 
person- job compatibility factors. Over the past 20 years, 
various researches have focused on the retention of em-
ployees in the IT environment, Gqubule16; Ramakrishna & 
Potosky17; Van der Merwe18. Attrition in IT industry is due 
to low level of work commitment which is supported by 
a study which states19, that organizations need to focus on 
how to foster commitment, enhance job satisfaction and to 
provide support to facilitate employee retention. 

The current study aimsto analyze and empirically 
scrutinize the relationship between job-compatibility fac-
tors and work commitment. The objectives isto determine:

1) The existing level of job compatibility factors.
2) The correlation between person-job compatibil-

ity factors and work commitment
3) The extent to which person- job compatibility 

accounts for work commitments.
This study provides a valuable contribution to the 

existing body of literature and it also conveys a profound 
understanding of job compatibility factors and its valuable 
contribution to predict the work commitment level among 
IT employees. Since IT sector is witnessing higher attri-
tion levels due to several factors like workload, family-
work balance and stress the work commitment among 
employees are in a declining state. The important factors 
which pack the job compatibility factor will impart great 
knowledge to HR managers in order to improve the em-
ployee outcomes.

 METHODS

This study is based on quantitative survey methods 
using causal approach. Causal explanatory studies attempt 
to describe, Cooper & Schindler20, relationships between 
independent and dependent variables. Statistical surveys 
in the form of questionnaires are employed in the study 
to collect primary information from the study sample. A 
survey, Neuman21, was normally an appropriate tool to 
capture data which are self-reported beliefs or behaviors. 
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The data collection period was April-May 2014*. The 
questionnaires were distributed to 300 employees out of 
which, 150 are permanent and 150 are seasonal employ-
ees from Private Software Company Ltd, Chennai. The 
study has focused on various person- job compatibility 
factors such as job related factors, self-fulfi llment factors, 
autonomy factors and job environment factors and also to 
fi nd out the impact towards work commitment of employ-
ees. For the study at hand, factor analysis was deemed ap-
propriate to reduce the number of factors which has been 
discussed below

The data collected were evaluated by formulating 
the hypothesis and then by suitable statistical tools the re-
sults are portrayed in the following session.

- The association between person- job compatibil-
ity factors and work commitment of the employees

- Realizing important person- job compatibility 
factors which predict work commitment of employees.

- To fi nd out the impact of person-job compatibility 
factors and work commitment of employees in the orga-
nization.

Factors of Person- job compatibility
Person- job compatibility factors used in this study 

includes job related factors, self-fulfi llment factors, au-
tonomy factors and job environment factors.

Job related factors
A study by Mataka et al.22, used job related fac-

tors like supervisor support, co-worker support and ac-
cess to resources to predict the level of affective com-
mitment. Another study confi rmed that the relationship 
between job security and organizational commitment 
was found to be most signifi cant, next to that is the 
work environment which also had a signifi cant relation-
ship with the commitment. Another interesting fi nding 
is that pay and participation in decision making do not 
have a signifi cant relationship with the commitment of 
employees23.

Self- fulfi llment factors
A study by24 analyzed career development and 

employee commitment and found that advancement in 
career, career counseling and career opportunities to sig-
nifi cantly contribute in predicting work commitment of 
employees. 

Autonomy factors
Job autonomy is defined as “the degree to which 

the job offers considerable liberty, proving free hand 
and choice to the individual in scheduling the work and 
also defining the means to achieve the tasks, Hackman 
& Oldham25”. Naqvi et al.26, examined the impact of job 
autonomy on job satisfaction and organizational com-
mitment with a moderating variable as organizational 
culture. It revealed a direct relationship with job auton-
omy and commitment, which mean that increased job 
autonomy increased the level of both job satisfaction 
and organizational commitment. Chung27  highlighted 
that autonomy has an influence on work methods, the 
pace of work and goal directed mindset. Autonomous 

workers are well versed to decide the means and ends 
of work28. 
Job environment factors

A study of Sandhu & Ajmal29 has taken involve-
ment, coworker cohesion, supervisor support, auton-
omy, task orientation, work pressure, clarity, mana-
gerial control, innovation, physical comfort as the 
work environment factors. Employee issues Moos & 
Billings30, employee’s health and wellbeing Cooper & 
Cartwright31, were associated with the work environ-
ment. The impact of the work environment has been 
associated with emotional states of employees and pro-
ductivity Leka & Houdmont32. Various studies focused 
on the role of the work environment in determining 
the employee attitudes and behavior since past two de-
cades Moos33. Hence, in this study, job and working 
environment factor is included to find the work com-
mitment level of employees.

 RESULTS

Respondents’ Demographic Variables
The demographic variables involved in this study 

for the 300 respondents are Age, Gender, Education level, 
Income level and Place of Living. Table 1 illustrates a 
summary of the respondents’ demography.

The table shows the demographic profile of the 
respondents based on their age, gender, education, 
income and place of living. Among 300 respondents, 
36% are under 25 years, 35% belongs to the age group 
of 26 to 35 years of age, 23% belongs to the category 
36 to 45 years and 6% belongs to the category 46 to 55 
years. Considering the level of education, 12% of the 
respondents have completed Diploma/certificate, 46% 
of them are UG holders, 40% of the respondents are PG 
holders and 2% of the respondents are professionally 
qualified. With respect to gender, 46% of the respon-
dents are male employees and 54% are female employ-
ees. Regarding monthly income 30% of the samples 
earned below 3,00,000, 47% of the samples, are cat-
egorized under the category 3,00,000 – 5,00,000, 14% 
of the samples belong to 5,00,000-7,00,000 categories 
and 9% of the samples earned above 7,00,000. Consid-
ering the place of living 20% of the respondents be-
longs to rural group, 59% of the samples belong to the 
urban group and 21% of the samples belong to semi-
urban group.

From the table, 2 it is very much clear that, the 
overall Cronbach Alpha is (0.888) which reflects the 
reliability of the data collected and it is also used to 
test for any inconsistency because of random error. 
To scrutinize various important Person- job compat-
ibility factors to determine the work commitment level 
of employees is the main objective of the study. The 
coefficient of Alpha is greater than (0.6) which shows 
that the data considered for the study have optimal in-
ternal consistency and reliability. From the table it is 
also clear that the mean scores for Good feeling about 
the organization (3.95) has been ranked one followed 
by Responsibility (3.83) and Presence of core value 
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Table 2: Reliability Analysis and Chi-square Test
   Standard Cronbach’s Chi-Square Sig. Job Factors Mean Desviaton Alpha Value

 Recognition 2.73 1.000 .881 
 Work itself 3.23 .787 .886  
 Opportunity for advancement 3.43 .984 .882  
 Professional growth 3.66 .829 .886  
 Responsibility 3.83 .982 .885  
 Good feeling about the organization 3.95 .831 .889 2155.263 .000
 Effective senior management 2.82 .954 .880  
 Good relation with co workers. 3.42 .852 .886  
 Effective supervisor 3.52 .976 .880  
 Satisfaction salary with benefi ts 3.69 .881 .886  
 Presence of core value 3.82 1.054 .885  
Self Fulfi lment Factors
 Level of pay/salary 3.21 1.024 .883 1299.126 .000
 The skills level of workers and
 supervisors are directly related to job 3.52 .856 .884  
 Company’s policies/procedures are
 comfortable 3.43 .932 .882  
 Opportunity for personal growth 3.65 .944 .886  
 Benefi ts offered are good 3.71 .953 .885  
 Opportunity to advance to higher
 managerial levels 3.53 .955 .889  
Autonomy Factors  
 Respect from by boss 3.04 1.001 .881 
 Physical work atmosphere is good 3.42 .931 .884 
 Job security in present position 3.57 1.043 .880 862.349 .000
 Freedom to state mp opinion without fear

 of punishment 3.69 .892 .889  
Job Environment Factors  

 Working hour requirement of all employees 3.21 1.091 .882   
 is comfortable
 Control over daily work activities 3.58 .931 .883 747.221 .000  
 Skill level of managerial colleagues is high 3.49 1.017 .882  

Overall Cronbach Alpha
(0.888)

Table 1: Profi le of respondents (N = 300)

 Demographic Variables Frequency Percentage (%)
Age
 1. 25 and below 108 36.0
 2. 26 to 35 105 35.0
 3. 36 to 45 69 23.0
 4. 46 and above 18 6.0
Gender  
 1. Male 135 45.0
 2. Female 165 55.0
Education
 1. Diploma/Certifi cate 36 12.0
 2. UG 138 46.0
 3. PG 120 40.0
 4. Professional 6 2.0
Income
 1. Below 3,00,000 90 30.0
 2. 3,00,000 to 5,00,000 141 47.0
 3. 6,00,000 to 8,00,000 42 14.0
 4. Above 8,00,000 27 9.0
Place of Living
 1. Rural 60 20.0
 2. Urban 177 59.0
 3. Semi-Urban 63 21.0
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Table 3: Factor analysis for the factors included in the Person- job compatibility

KMO and Bartlett’s Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy.  .823
Bartlett’s Test of Sphericity Approx. Chi-Square 2000.519
 Df 153
 Sig. .000

Table 4: Promax rotated Factor Loading Matrix
Pattern Matrix

Reduced Factors    Component   communalities

  1 2 3 4 5 
Relationship Effective senior management  .861     0.807
 Good relation with co workers .823     0.543
 Recognition  .805     0.706
HR Policies Company’s policies/procedures are comfortable   .839    0.725
 Level of pay/salary   .599    0.596
 Working hour requirement of all employees is   .546    0.504
 comfortable
Pay and benefi ts Presence of core value    .913   0.724
 Satisfaction salary with benefi ts    .715   0.465
 Good feeling about the organization    .618   0.553
 Effective supervisor    .553   0.692
Work Autonomy Freedom to state my opinion without fear of punishment     .830  0.687
 Physical work atmosphere is good     .654  0.556
 Responsibility     .633  0.630
Employee Growth Opportunity to advance to higher managerial levels      .808 0.661
 Benefi ts offered are good      .756 0.651
 Opportunity for personal growth      .491 0.590
 Eigen Value 5.664 1.585 1.518 1.396 1.155 
 % of variance 31.467 8.807 8.436 7.758 6.415 (62.882)
 Cronbach Alpha 0.814 0.689 0.674 0.641 0.602 
 Number of items 3 3 4 3 3 
 Extraction Method: Principal Component Analysis. 
 Rotation Method: Promax with Kaiser Normalization.
 a. Rotation converged in 11 iterations.

(3.82) occupied the third rank among various Person- 
job compatibility factors used for the study.

Research question #1: Whether there is a sig-
nifi cant association between the person –job fi t factors 
and work commitment?

The use of chi-square, test the association between 
Person- job compatibility factors and the level of work 
commitment is analyzed by formulating the hypothesis.

H1: Person- job compatibility factors are associ-
ated with the work commitment level of employees in the 
organization.

From table 2, it can be seen that the chi square 
value is signifi cant for all the Person- job compatibility 

factors, namely Job factors (2155.263), Self Fulfi llment 
factors (1299.126), Autonomy factors (862.349) and 
job environment factors (747.221) and since its p-value
(p = 0.000) is less than 0.001 null hypothesis is rejected 
and alternate hypothesis is accepted. Hence it is conclud-
ed that there exists an association between Person- job 
compatibility factors and the level of work commitment 
among employees in the organization.

Research questions #2: What are the most deci-
sive factors of Person- job compatibility?

At table.3 KMO and Bartlett’s test of sphericity 
produces the Kaiser-Meyer-Olkin measure of sampling ad-
equacy and Bartlett’s test Field34. The value of KMO should 

be greater than 0.5 if the sample is adequate. The Kaiser-
Meyer-Olkin Measure of Sampling adequacy is 823, which 
shows that sample for this study is quite adequate.

From the table.4, it was clear that exploratory 
factor analysis extracted fi ve factors, which accounted 
for 62.882% of variance in the data. The communali-
ties of 16 items ranged from 0.504 to 0.807 indicat-
ing that a large amount of variance has been extracted 
from the factor solution. The fi ve factors are named as 
follows. F1- ‘Relationship’ (Effective senior manage-
ment, Good relation with co workers and Recognition), 
F2 – ‘HR Policies’ (Company’s policies/procedures are 

comfortable, Level of pay/salary and Working hour re-
quirement of all employees is comfortable), F3 – ‘Pay 
and Benefi ts’(Presence of core value, Satisfaction salary 
with benefi ts, Good feeling about the organization and 
Effective supervisor), F4 – ‘Work Autonomy’(Freedom 
to state mp opinion without fear of punishment, Physi-
cal work atmosphere is good and Responsibility) and F5 
– ‘Employee Growth’(Opportunity to advance to higher 
managerial levels, Benefi ts offered are good and Oppor-
tunity for personal growth). The fi rst factor (F1 – Re-
lationship) contains three components with high factor 
loadings which is above 0.80 and explains most of the 
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Table 5: The Pearson Correlation analysis between Person- job compatibility factors and Work commitment 
(N = 300)

Factors Work Commitment Relationship HR Policies Pay & Benefi ts Work autonomy Employee growth

WorkCommitment 1     
Relationship .184** 1    
HR Policies .423** .529** 1   
Pay&Benefi ts .399** .431** .335** 1  
Work autonomy .249** .350** .361** .245** 1 
Employee growth .307** .343** .275** .309** .181** 1

** Correlation is signifi cant at the 0.01 level (2-tailed).

Table 6: Model Summary for regression analysis

 Dependent Independent variables   Std.
 Variable (Person- job R R2 Error of F Sig.
  compatibility factors)   estimate

  F1-Relationship .184 0.034 3.38 10.440 .001
 Work F2-HR Policies .423 .179 3.12 64.828 .000
 commitment F3-Pay & Benefi ts .399 .160 3.16 56.580 .000
  F4-Work Autonomy .249 .062 3.34 19.674 .000
  F5-Employee Growth .307 .094 3.28 30.963 .000
  Person- job  .555 .308 2.88 26.165 .000
  compatibility Factors 

variance which is 31.467% is considered an important 
determinant for predicting work commitment levels of 
employees in the organization.

The results of the reliability analysis showed that 
Cronbach’s alpha coeffi cients of the extracted factors 
ranged from 0.814 to 0.602. That is well above the mini-
mum value of 0.60, which is considered acceptable as an 
indication of scale reliability Hair et al.35. Thus, these val-
ues suggest good internal consistency of the factors. Final-
ly, Cronbach’s alpha value for the overall Person- job com-
patibility scale is 0.888 and indicates its high reliability.

Correlation analysis
Correlation analysis was used to determine the 

correlation of each Person- job compatibility factors ex-
tracted from the factor analysis of work commitment at 
the 0.05 level of signifi cance. It has highlighted the fact 

that there is a signifi cant positive correlation between the 
Person- job compatibility factors extracted from the factor 
analysis and the overall work commitment level. 

Research question #3: What is the impact of 
Person- job compatibility factors on Work Commit-
ment?

Multiple Regression analysis: Person- job 
compatibility Factors and Work commitment (WC) 
(N=300) 

To answer the research question 3, regression 
analysis was carried out to fi nd the impact of independent 
variables on a dependent variable. All the hypothesized 
relation was found to be signifi cant which is presented in 
table.6. 

The multi-collinearity was not a problem as none 
of the correlation value between predictor variables in the 

table.5 was above 0.6 Padhazur36, Chiu et al.37. In the re-
gression analysis, all the factors of Person- job compat-
ibility are signifi cantly infl uencing work commitment of 
employees. 

In table 6, R value represents the simple correlation. 
The correlation value indicates a quite high degree of corre-
lation between Person- job compatibility and work commit-
ment (r = 0.555). The R2 column indicates how much of the 
total variation in the dependent variable (work commitment) 
can be explained by the independent variable (Person- job 
compatibility factors) and here it is (R2 = 30.8%) can be ex-
plained by Person- job compatibility factors which is quite a 
good infl uence. Four factors of Person- job compatibility – 
Relationship, HR Policies, Pay and benefi ts and Employee 
growth towards work commitment have been explained in the 
model with much more statistical signifi cance.

So it is concluded that the regression model is sta-
tistically, signifi cantly predicting the outcome of work 
commitment through Person-job compatibility factors 
which conclude a good fi t for the data too. 

Beta coeffi cients for the regression model pro-
vide necessary information to predict the level of work 
commitment from various Person- job compatibility 
factors. In the regression model in table.7, HR Policies
(B = 0.362, Sig. < .001) and Pay and Benefi ts (B = 0.300, 
Sig.<.001) are contributing the maximum to predict work 
commitment of employees. It is followed by Relationship
(B = -.230, Sig. <.001) which is a negative value, and 
concludes that a one unit change in the relationship factor 
is expected to result in a -2 standard deviation change in 
work commitment.
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The regression model fi t is,Work Commitment
(Y) = 12.676 - Relationship (0.330) + HR Policies (0.519) 
+ Pay & Benefi ts (0.386) + Work Autonomy(0.154) + Em-
ployee Growth (0.293).

 DISCUSSION

Even though the person-job fi t has been widely re-
searched their infl uence on job performance and various 
other organizational outcome variables is still limited Mos-
ley38. The person- job compatibility which is nothing but 
the person-job fi t and it is gaining more attention in recent 
years. The Person- job compatibility arises when a match 
between knowledge, skills and abilities of the individual 
and job requirements exists and also the desires or needs 
of the employee have been met by the job which is simply 
called as needs-supplies perspective and demands-abilities 
perspective Edwards39. The person – job fi t is treated as the 
traditional foundation for employee selection40.

The determination of Person- job compatibility 
factors and their impact on work commitment plays a vital 
role. In this research study, an Exploratory Factor Analysis 
(EFA) was accustomed in order to identify and extract fi ve 
major factors of Person- job compatibility for IT employ-
ees. The EFA analysis identifi ed fi ve major factors namely 
Relationship, HR Policies, Pay and Benefi ts, Work auton-
omy and Employee growth.

The fi ndings of this study reveal that among the 
fi ve dimensions ‘Relationship’ which is factor 1 has 
emerged as the most important predictor of work commit-
ment. In the IT industry, this dimension refers to having 
good relationships with the co-workers, recognizing each 
other in a team and having a superior supportive relation-
ship. This fi nding is supported by Lumbley et al.41, who 
conducted his research in IT industry and another author 
Woo & Chelladurai42 has also supported that employee’s 
perception of support available at work developing a sense 
of commitment but in a different work setting. Managers 
of IT organizations play an important role to formulate HR 
Policies to fi t an employee to a role which best suits his/her 
qualifi cation. The important factors that could be packed 
with person-job fi t should be done, which always boost up 
the work commitment level among IT employees. The ap-
peal towards person-job fi t has long been a research focus 
in organizational behavior Chuang43.

A study by Heshmat44 found out some important 
factors contributing to employee performance, which in-
cludes job satisfaction, individual career growth, updated 
technology and tenure of employment and the factors that 
appeared to be least related to optimum employee perfor-
mance were health experiences, environmental conditions 
and muscular activities. The fi t between the individual and 
the job was related to various attitudinal and behavioral 
outcomes such as job satisfaction, work commitment, 
turnover intention and performance Hoffman & Woehr45; 
Kristof-Brown  et al.11; Verquer et al.46. 

Several literatures affi rmed that, the employees 
who are highly committed will go along with their orga-
nizations’ goals and values and will get engaged to the 
organization and take extra effort to grow along with the 
organization Steers47; Panaccio & Vandenberghe48. Vari-
ous fi ts namely person-organization fi t, person-job fi t and 
person-environment fi t should be constantly high for the 
employee to develop a strong affi nity towards the organi-
zation. Those who have a better fi t with the job environ-
ment may work more comfortably in their organizations 
than those who have a poorer fi t with their job environ-
ment. Person-environment fi t is an important topic in 
industrial and organizational psychology because of its 
apparent infl uence on attitudes and performance among 
personnel in the workplace. 

Job autonomy increases job performance Saragih49, 
because it makes an employee feel that they are skillful and 
creative in completing their jobs in an effi cient manner. 
If individuals to be successful, they must use the knowl-
edge required to perform a specifi c job and they must also 
acquire autonomy to make wise decisions to perform the 
work successfully50. 

 CONCLUSION

We concluded that the major factors which are 
responsible for creating a work commitment among em-
ployees are Relationship, HR Policies and strategies, 
Pay and benefi ts, Work autonomy and Employee growth. 
Regarding job factors, the most suggested statement by 
the employees is, “Good feeling about the organization” 
which has the greatest mean value and it implies that em-
ployees are feeling that a good feel about the organiza-
tion will create a work commitment among them. This is 

Table 7: Work commitment regressed on person-job compatibility factors

    Coeffi cientsa   Standardized 
 Variable Regressors  Unstandardized    Coeffi cients T Sig.
    Coeffi cients

   B  Std. error Beta

  (Constant) 12.676 1.292  9.814 .000
  Relationship -.330 .089 -.230 -3.708 .000
 Work HR Policies .519 .085 .362 6.104 .000
 commitment Pay&Benefi ts .386 .071 .300 5.428 .000
  Work Autonomy .154 .088 .093 1.748 .081
  Employee growth .293 .088 .177 3.344 .001
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followed by “Presence of core value”. This indicates that 
an organization with the strong core value defi nitely cre-
ates a strong, loyal and committed workforce. The most 
contributing covariates which accounts for creating work 
commitment are HR policies, Pay and benefi ts, Employee 
growth and work autonomy.
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Resumo

Introdução: Tem sido dada uma importância muito maior à participação dos trabalhadores e retenção 
desde que a Índia está enfrentando a maior taxa de atrito globalmente Economic Times, 20151. Assim, 
considerando os fatores de Pessoa - job apto a interpretar o impacto no compromisso de trabalho é 
muito bem essencial, especialmente no Compromisso scenario.Work atual é um elemento vital de 
qualquer constituição que tem um impacto notável na produtividade e funcionamento . Mas, quando os 
funcionários vão sentir o compromisso de trabalho é o futuro pergunta. Existe uma forte relação entre 
ajuste pessoa - trabalho e compromisso de trabalho . ajuste pessoa - trabalho é a compatibilidade 
entre competência e habilidades da pessoa e as exigências do trabalho Zheng et al.2. Se existe 
uma incompatibilidade entre o ajuste pessoa - trabalho, então as consequências podem resultar em 
compromisso de trabalho pobre, baixa satisfação no trabalho e extremamente menor envolvimento no 
trabalho.

Objetivo: Este estudo analisou os principais fatores que contribuem para a pessoa- a compatibilidade 
de trabalho entre TI trabalhadores e também analisou a relação eo impacto da compatibilidade de 
trabalho Person- no compromisso de trabalho.

Método: Exploratory Factor de Analysis (EFA) foi usado para fi ltrar os fatores-chave inicialmente, seguido 
por uma técnica de regressão linear para determinar o impacto da pessoa- fatores de compatibilidade 
emprego no compromisso de trabalho em uma amostra de 300 empregados. EFA utilizada análise de 
componentes principais para a extração e Promax para rotação . Finalmente a análise de regressão foi 
realizada para prever o compromisso de trabalho por meio de variáveis   estatisticamente signifi cativas 
de compatibilidade pessoa - trabalho.

Resultados: Os resultados revelaram os principais fatores que determinam o nível de compromisso 
de trabalho são condições de RH, remuneração e benefícios e relacionamento entre os colegas de 
trabalho.

Conclusão: Os principais fatores que são responsáveis   pela criação de compromisso de trabalho 
entre empregados são Relacionamento, Políticas e estratégias de RH, remuneração e benefícios, o 
trabalho autonomia e crescimento do empregado. Os regride mais contribuem que representa a criação 
de compromisso de trabalho são as políticas de RH, remuneração e benefícios, o crescimento do 
empregado e trabalhar autonomia. O impacto da compatibilidade pessoa-trabalho no compromisso 
de trabalho foi estudada através de análise de regressão e isso implica que para cada aumento de 
uma unidade na política de RH, a 0,52 (coefi cientes unstandardised) aumento no compromisso de 
trabalho está previsto e foi acabou como uma variável de maior impacto para prever compromisso de 
trabalho. Os coefi cientes para Relacionamento (B = 0,330, sig = 0,000), Políticas de Recursos Humanos
(B = 0,519, sig = 0,000), remuneração e benefícios (B = 0,386, sig = 0,000) e Crescimento Empregado 
(B = 0,290, sig = 0,001) foram signifi cativamente diferente de 0, desde o seu valor de p era 0,000 que 
é menor do que 0,05. Os coefi cientes para o Trabalho Autonomia (B = 0,154, SOG = 0,081) não foi 
estatisticamente diferente de zero, porque o seu valor-p é 0,081, que é maior do que 0,05. A implicação 
desta pesquisa vai ajudar os gestores a criar um ambiente de trabalho bem compatível concentrando-
se em importantes construções de compatibilidade trabalho pessoa- que têm um possível efeito positivo 
no compromisso de trabalho e reduzindo, assim, a intenção de rotatividade dos empregados. Ainda 
mais aumentou compromisso de trabalho resultará em resultados do trabalho positivos, tais como a 
satisfação no trabalho e comprometimento organizacional.

Palavras-chave: compatibilidade de trabalho Person; compromisso de trabalho; análise fatorial 
exploratória (EFA);  regressão linear; compatibilidade percebida; auto-realização; a autonomia; fatores 
de ambiente de trabalho.
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